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AGREEMENT

- Agreement entered into as of the 1si day of July, 2017, by and between the City
of Chicago. an llinois municipal corporation (herein refered to as the
"Employer") and the llinois Nurses Association (herein referred to as the

"Association”).

ARTICLE |
RECOGNITION

Section 1.1 Bargaining Unif

The Employer recognizes the Association as the exclusive bargaining
representative for alt full time and part time registered nurses (herein referred to
as "nurse") employed by the Employer, in the following job classifications, for the
purpose of negotiating about wages, hours, and conditions of employment:

Occupational Health Nurse  Nurse Practitioner
Public Health Nurse | Public Health Nurse | - Hourly
Public Health Nurse |l Public Health Nurse Temporary

Should the parties agree that other titles appropriately belong in the bargaining
unit, they shall jointly stipulate to an amendment or clarification of the unit, even
if there are no incumbents in the fitle at the time. Such stipulation shall be filed
with the Local Labor Relations Board in accordance with its procedures. In the
event that the Employer establishes any new job classification to perform nursing
work, the Employer will promptly notify the Association of its decision, and, upon
request from the Association, meet and discuss any issue as to whether the new

classification appropriately belongs in the bargaining unit.

Section 1.2 Exclusions
Excluded from the bargaining unit are all managerial, supervisory, confidential,

and exempt, and emergency employees, as defined by the City of Chicago
Personnel Rules and llinois Public Labor Relations Act.

ARTICLE I
MANAGEMENT'S RIGHTS

Section 2.1 Management's Rights

It is agreed that the Association and the nurses will cooperate with the Employer
to liberally construe this Agreement to facilitate the efficient, flexible and
uninterrupted operation of the City. The Association recognizes that certain
rights, powers, and responsibilities belong solely to and are exclusively vested in

~ v

i



the Employer except only as they may be subject to a specific and express
obligation of this Agreement. Among these rights, powers, and responsibilities,
but not wholly inclusive, are all matters concerning or relafed to the
management of the City and adminisiration thereof, and the right:

il to determine the organization and operation of the Employer and
any department or agency thereof;

b. to determine and change the purpose, composition and function of
each of its constituent departments and subdivisions;

= to set reasonable standards for the services to be offered to the
public;

d. to direct its employees, including the right fo assign work and
overtime;

e. to hire, examine, classify, select, prorho’re, restore to career service

positions, frain, transfer, assign and schedule ifs nurses;

i to increase, reduce, change, modify or alter the composition and
size of the work force, including the right to relieve nurses from duties
because of the lack of work or funds;

g. to contract out work, subject to the provisions of Article XIV;

h. to establish work schedules and to determine the starting and
quitting time, and the number of hours worked;

L to establish, modify, combine or abolish job positions and
classifications;

i. to add, delete or alter methods of operation, equipment or facilities;

2 to determine the locations, methods, means and personnel by
which operations are to be conducted, including the right to
determine whether services are {o be provided or purchased;

It to establish, implement and maintain an effective internal confrol
program,

g to suspend, demote, discharge, or take other disciplinary action
against nurses for just cause; and



n. to add lo, delete or alter policies, procedures, rules and regulalions.

Inherent managerial functions, prerogatives and policy-making rights, whether
listed above or not, which the Employer has not expressly resiricted by a specific
provision of this Agreement are nol in any way, direclly or indirectly, subject to
internal or external review, provided that none of these rights is exercised
conirary to or inconsistent with other ferms of this Agreement.

Section 2.2 Rules and Regulations
The Employer shall have the right to make, and from time to time change,

reasonable rules and regulations and fo require employees' compliance
therewith upon fourteen (14} days nofification to the Association.

Section 2.3 Caseload Standards
The Employer has the right to establish reasonable caseload or other objective

productivity standards. Prior 1o establishing or changing such standards, the
Employer will provide written nofification to the Association. If requested by the
Association, the Employer will meet with the Association to- discuss such new

standards.

ARTICLE Il
HOURS OF WORK

Section 3.1 Workday
The Employer's workday begins at 12:00 a.m. one day and ends at 12:00 a.m. the

following day. The normal workday for employees shall consist of eight (8)
consecutive hours, including seven (7) hours worked per day, an unpaid lunch of
one (1) hour and two (2) paid fifteen (15) minute rest periods. The Employer may
set up schedules for the various work shifts, as required. Each shift shall consist of
eight (8) consecutive hours, including seven (7) hours of work, an unpaid lunch
period of one (1) hour and two (2) paid fifteen (15) minute rest periods.

Section 3.2  Workweek
The Employer's work week begins at 12:00 a.m. on Sunday and ends at 12:00 a.m.

the following Sunday. The normal workweek for employees shall consist
of thirty-five (35) hours worked, with two (2) consecutive days off, in
accordance with current practices.

Section 3.3 Changes
The Employer may change the time of its normal workday or workweek, or

shifts/schedules established pursuant to Section 3.1, upon at least five (5) days’




prior notice to, and upon request, discussion with the Association. In the case of a
Public Health emergency or City-wide outbreak, the notice and discussion
provisions above shall not apply. In such emergencies, the Cily will provide
twenty-four hour notice to the Association, if possible, and such nofice will
contain the name(s) of the bargaining unit employees impacted by the change.

Section 3.4  Overtime

Ut

Nurses shall be required to work reasonable overtime hours, as a condition
of conlinued employment, whenever requested by the Employer to do so.
The Employer shall make a reasonable effort to give nurses advance
notice when they are to be required to work overtime.

When nurses are required by the Employer to work a sixth day in the same
work week, or a seventh day in the same work week which is not a seventh
conseculive day in the same work week, they shall be compensated at
1% times the regular hourly rate, in cash, provided that, in either case, the
nurse has not less than thirty-five (35) hours worked during that work week.

When a nurse is required by the Employer to work a seventh consecutive
day in the same work week, that nurse shall be compensated at two (2)
times the regular hour rate in cash, provided that the nurse has actually
worked the previous six days in the same work week. Sick leave, vacation,
compensatory time, union business leave and/or other paid time off shall
not be included as work for purposes of paragraph (b) of this section

All other hours worked and approved under Employer rules between
thirty-five (35) and forty (40) hours worked in a workweek required of a
nurse by reason of the nurse’s regular duty, whether of an emergency
nature or of a non-emergency nature, shall be compensated for on an
hour-for-hour basis, in cash, on the basis of completed fifteen (15) minute
segments, unless the employee elects to be compensated in the form of
compensatory time. Notice of said election must be provided by the
employee to the Employer's designated representative by no later than the
first regular workday following the date the work was performed.

All overtime earned under this section shall be compensated in the form of
cash.

All compensatory time must be used on or before December 31 of the
calendar year in which it is earned, subject to the Employer’s operational
needs and scheduling requirements. If any compensatory fime is not



used by December 31 of the calendar year in which il is earned, the
employee will be compensated for said time earned in the form of cash
instead of compensatory time. Notwithstanding the foregoing, any
compensatory time earned in December of any year may be used on or
before March 31 of the following calendar year, subject to the Employer’s
operational needs and scheduling requirements. If any compensatory
time earned in December is not used by March 31 of the following
calendar year, the employee will be compensated for said time eamed in
the form of cash instead of compensatory time.

f. For the purposes of this Section 3.4, except as stated in 3.4 (c) above,
the ferm “hours worked” shall include, in addifion fo hours actually
worked, paid excused absences taken in accordance with Sections
5.1 (Holidays) and 5.2 {Vacations) of this Agreement, as well as
unpaid furough days tfaken pursuant fo Section 3.7 of fhis

Agreement.

Section 3.5 No Guarantee or Limitation of Work

Nothing in this Agreement shall be construed as a guarantee or limitation on the
number of hours to be worked per day, per week, or for any other period of time,
except only as specifically provided in Section 3.8 of this Agreement.

Section 3.6 Furlough Days

Employees shall be eligible to participate in the Employer’'s Voluntary Unpaid
Furlough Program, under the same terms and condifions applicable to all
non-represented City employees, which terms and conditions may be subject to
change from time to time. The current terms of the Voluntary Unpaid Furlough
Program are described in part G of the City’s Salary Resolution. It is understood
and agreed that the City's decision to grant or deny any request for unpaid
furlough time is entirely discretionary, and the City’s determination as to what is in
the best interests of maintaining its operations will always take precedence. The
parties further understand and agree that all aspects of the City's Voluntary
Unpaid Furlough Program, including the City’s decision to grant or deny any
unpaid furlough day request, are excluded from the grievance and arbitration

provisions of Article 7 of this Agreement.

Section 3.7 Reporting Pay
A nurse who reports for work at her/his assigned day and starting fime, without

having been previously notified at his/her last known address or felephone
number, as recorded in the personnel file, at least three (3) hours prior to starting
time to report, shall be given a minimum of two (2) hours work or two (2) hours
pay. However, the foregoing obligation shall not apply in the event the failure 1o
provide work is because of an emergency, an Act of God, a failure of heat, light




or power, or by any other cause beyond the control of the City. The nurse must
accept any nursing job to which she/he may be assigned.

Section 3.8 Call-in Pay ,
Employees called in to work hours outside their scheduled work hours, where the -

call-in hours are not contiguous to the beginning or end of the employee’s
scheduled work day, shall receive a minimum of two (2} hours pay at the
appropriate rate for such call-in hours, beginning from the time they arive af the
designated work location.

ARTICLE IV
WAGES, UNIFORM ALLOWANCE AND INSURANCE

Section 4.1 Rates
a. Effective on the following dates, the City will make the wage adjustments listed

below for each step of each grade of the salary schedules for regular full-time
registered nurses and regular pari-time registered nurses:

Effective 1/1/18 2.0%
Effective 1/1/19 2.0%
Effective 1/1/20 2.0%
Effective 1/1/21 2.0%
Effective 1/1/22 2.0%

Employees in the bargaining unit who are entitled to refroactive wage
adjustments effective 1/1/18 and/or 1/1/19 will receive said retroactive wage
adjustments within 120 days following ratification and approval of this

Agreement.

Section 4.2 Part Time Nurse's Wages
The rates of salary for part fime nurses in the aftached Exhibits H-N are by

reference made part of this Agreement for all purposes.

Section 4.3 Pay During Absence
All leaves of absence or other time off shall be without pay except as otherwise

expressly provided in Article V of this Agreement.

Section 4.4 Pay on Promotion or Transfer
Nurses promoted or transferred to a different job title shall be compensated in
accordance with the then cumrent Regulations Governing the Administration of




the Compensation Plan and Employee benefits for Classified Positions Set Forth in
the Annual Appropriation Ordinance.

Section 4.5 No Pay During Strikes or Lockout

Nurses shall not be entitled to any wages or benefits whatsoever if, despile all
efforts to maintain peace, they are engaged in a strike, work stoppage, walkout
or other interruption of work, or are locked out by the Employer.

Section 4.6  Uniform Allowance

Each nurse who is required to wear a uniform by the Employer will receive a
uniform allowance of $600 per year. Nurses may purchase uniforms from the
store of their choice, provided, however, they follow the policies issued by the
Employer from time to time. Notwithstanding the language above, nothing herein
prevents the Employer from establishing a uniform voucher system, a
commissary, etc., and requiring employees to obtain their uniforms from a
required vendor and reimbursing employees only for the cost of the uniform.
Should the Employer decide to implement a uniform voucher system, a
commissary, etc., the Employer shall give the Association prior notice, and upon
request of the Association, meet and discuss the uniform voucher system,
commissary, efc., prior to implementation. If the Association requests to
negotiate any impact the uniform voucher system, commissary, etc., has on the
wages, hours and terms and conditions of employment of bargaining unit
employees, the Employer will, upon implementation, meet with the Association
' for the purposes of bargaining the impact, if any, of the uniform voucher system,

commissary, etc.

Section 4.7 __Life Insurance
a. The Employer agrees to provide $20,000 Group Term Life Insurance at no

cost to the nurse.  Effective July 1, 2000, the amount of said insurance will
be increased to $25,000. Nurses must complete a City of Chicago Group
Term Life Insurance enroliment form set, including the employee beneficiary
section of the form set, in order to qualify for coverage in the Basic Group
Term Life Plan. The failure of the nurse fo complete the enroliment form set
will resuft in termination of the nurse's Basic Group Term Llife Insurance

coverage.

b. The Employer agrees to provide procedures for nurses to purchase Group
Term Life Insurance, and Universal Life Insurance, in addition fo the basic
Group Term Life Insurance coverage described above, at additionat cost to
the nurse. Such options are outlined in Appendix A of this Agreement.



Section 4.8  Insurance
a. The Employer shall provide to employees and their eligible dependents

Group Health, Dental and Vision Care as set forth in Appendix B of this
Agreement, subject to Section 4.10 below.

If any other bargaining unit of employees of the Employer is required to pay
less in premium contributions or receive higher benefit levels under the
medical care plan, then this unit of employees shall pay the same and/or
receive the same benefit levels.

b. Employees who patrticipate in the Employer medical plan or an HMO shall
make the following contributions foward their health care coverage, based
on the applicable percentage of their base salary, subject to the then

applicable salary cap:

Salary
Single Employee + 1 Family Cap
July 1, 2017 1.2921% 1.9854% 2.4765 $90,000
July 1, 2018 1.7921% 2.4854% 2.9765% $100,000
January 1, 2019 2.2921% 2.9854% 3.4765% $115,000
January 1, 2020 2.7921% 3.4854% 3.9765% $130,000

All contributions shall be made on a pre-tax basis and are payable on a
per pay period basis. '

c. Effective Jcﬁuary 1, 2019, prescription drug benefits shall be subject to an
annual deductible of $35 per household. Effective January 1, 2021, prescription
drug benefits shall be subject to an annual deductible of $75 per household.

d. Family Coverage
Where both husband and wife or other family members eligible under one

family coverage are employed by the Employer, the Employer shall pay for
only one family insurance or family heatth plan.

e. Maintenance of Insurance
The curreni practice permitting employees io use vacation or other fime

due during an illness in order to keep his/her insurance in effect shall
continue for the term of the Agreement.

Section 4.9 _ Plans Administration

The insurance plans are provided through contracts between the Employer and
insurance companies and/or plan administrators.  These plans, and matters
concerning their administration, are nof subject to grievance or arbifration. To




the extent that there may be any conflict between said plans and this
Agreement, the provisions of the plans shall prevail. Detailed information
regarding the plans will be made available upon request at reasonable fimes.

Section 4.10 Joint Labor Management Cooperation Committee on Health Care

Gl.

The Employer and the Association (the “Parties”} agree to participate in the
Joint Labor Management Cooperation Committee (“LMCC”) negotiated
between the Employer and the Codalition of Unionized Public Employees
(COUPE"} and crediied pursuant to applicable state and federal law. The
purpose of the LMCC is to research and make recommendations and
decisions within its authority related to the achievement of significant and
measurable savings in the cost of employee health care during the term of
this Agreement. The Parties shall memorialize their intent to participale in
this LMCC by executfing an Agreement and Declaration of Trust (“Trust
Agreement”) contemporaneously with the execution of the colleclive
bargaining agreement between the Association and the City of Chicago.
Said Trust Agreement shall be attached to this Agreement as Exhibit H.

The Trust Agreement shall address, without limitation, the following: -

2; Formation of a Committee to govern the LMCC consisting of up to
twenty (20} Trustees, with half of the Trustees to bé appointed by the
Employer, and half to be appointed by ‘unions, including the
Association, who represent employees of the Employer, and who
have also agreed to participate in the LMCC (“Participating Labor

Unions”).

s Appointment by the Cily and Parficipating Labor Unions of a
Co-Chair and Vice Co-chair as designated in the Trust Agreement.

4. Authority of the LMCC to make recommendations and
modifications in the health plan expected to result in savings and
cost containment.

. Establishment of a Trust Fund with confributions provided by the City
of Chicago and third parties.

Section 4.11 Plan Design

Beginning no later than 2020, members of the lllinois Nurses Association
bargaining unit will be subject to the Plan Design changes implemented through
the LMCC resulting from the commitment in the COUPE collective bargaining
agreements to achieve savings in the targeted amount provided for in those



agre

ements. In the event such changes are implemented earlier than 2020,

members of the lllinois Nurses Association bargaining unit shall be subject to such
changes at the same time as the rest of the LMCC.

ARTICLE V
ABSENCE FROM WORK

Section 5.1 Holidays

A Nu

oA W

rse is eligible for the following holidays:

New Year's Day /. Independence Day
Dr. Martin Luther King's Birthday 8. Labor Day

Lincoln's Birthday 9. Columbus Day
Washington's Birthday 10. Vetleran's Day
Casimir Pulaski Day 11. Thanksgiving Day
Memorial Day 12. Christmas Day

in addition to the foregoing twelve (12} paid holidays, employees shall
receive one (1) personal day, which shall be granted in accordance with

the current practices of the Employer.

In order to qualify:

1. A nurse should otherwise have been scheduled to work on such day if it
had not been observed as a holiday, or if she/he were not on vacation

at that time.

2. Any paid holiday in the pay period shall be counted as a regular
working day. If an employee is absent without pay on the last working
day preceding or the first working day following such holiday, the
holiday shall be considered as an additional day absent without pay.

When any of the above listed holidays falls on a Saturday or Sunday, the
closest workday, Friday or Monday, will be recognized as the holiday.

A nurse who is authorized to work and does work one of the recognized
holidays shall be compensated at one and one half (1 &) times her regular
pay (including holiday pay) for all hours worked. In addition, the nurse shall
receive an additional hour of pay or an additional hour of compensatory
time for each hour worked. This option of pay or compensatory fime shall
be determined by the Employer.

10
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In case a holiday is observed on any work day during a full week of a nurse's
regularly scheduled vacation, an additional day off with pay or an
additional day's pay, at the Employer's option, shall be allowed for each
such holiday.

Failure to Report to Work on a Scheduled Holiday

If an employee is scheduled to work on a Holiday and fails to report for work,
the employee shall forfeit his/her right to pay for that paid scheduled
holiday. An employee may ufilize any available time, in accordance with

the applicable Employer policy.

Section 5.2  Vacations

(6

Each nurse shall have her/his vacation computed on the basis of time
earned during the previous year, as follows:

Length of Service Vacation

Less than 4 years 13 working days
4 to 8 years 18 working days

9 years or more 23 working days

Part-time employees who have worked at least 80 hours per month in the
prior calendar year shall be granted vacation leave on a pro-rated basis, as

follows:

Hours Worked Per Year Hours of Vacation

1,000 40
916 36
830 S0
750 30
666 27
580 23
500 20
416 4
e s 13
250 10
166 /]
80 4

One extra vacation hour is earned for each 25 hours over minimum hours
worked.

i1



Vacation leave eamed will be determined by dividing the number of
months worked in the prior year by twelve (12} and then multiplying by the
number of yearly vacation days based on service. Any fraction will be
rounded off to the nearest whole number of days. Any month in which
the nurse worked for at least 50% of the time shall be credited for purposes

of computing vacation leave.

On termination a nurse shall be paid for her/his accrued and pro rata
vacation, except where she/he was discharged for serious misconduct
(i.e.. violent acts, criminal acts, drug and alcohol violations on the job, or

gross insubordination.)

In the event of the death of a nurse while in the employ of the Employer,
her/his accrued vacation pay shall be paid to her/his spouse or legal
representative. Payment to either shall relieve the Employer from any

further liability.

From November 1 to November 30 inclusive of each calendar year, nurses
may submit their preferences for utilization of vacation time for the
following calendar year to the Employer in writing. The request must set
forth the beginning and ending date of the desired vacation. In
establishing vacation schedules, the Employer shall consider both the
nurse's preference and the operating needs of the agency. Where the
Employer is unable to grant vacation preferences for all nurses within a
position classification within a facility, but is able to grant some, the
preferred vacation periods will be granted on the basis of total continuous

service.

Employees who file their preference by November 30 shall be nofified of
the vacation schedules not later than December 31.

Vacation requests made after November 30 shall be granted on a
first-come, first-served basis, provided however, if too many employees
request on the same day vacations during the same period, the
employees with greater continuous service shall receive the vacation.
Response to vacation requests made after November 30 shall be made
within fourteen (14) days by the Employer, but not before the Department
has responded to employees who filed during the November selection

period.



Section 5.3  Forfeit of Vacation

All earned vacation leave not taken in the vacation year it is due shall be
forfeited, unless the employee was denied vacation by the Employer, or the
employee was unable to take vacation because the employee was on an
approved leave of absence, including a duty disability leave of absence, during
the vacation period. Notwithstanding the foregoing, if an employee still has
unused vacation time during the fourth quarter of the vacation year, the
employee upon giving written nofification to the Employer before December 15
of the vacation year, may carry over no more than three (3} such days into the
next vacation year. All such vacation days deferred in this fashion must be
scheduled upon mutual agreement of the Employer and employee and taken
before June 30 of the vacation year into which they are carried over.
Employees on duty disability shall retain any vacation leave earned prior to
being placed on duty disability leave, together with all vacation time earned
during the period of duty disability for the 12 months following the date on which
the person became disabled, and shall be entitfled to use such vacation time
within 12 months following their return fo work.

Section 5.4  Sick Leave

a. Full time nurses :
Each full time nurse may be allotted sick leave with pay for periods not

exceeding twelve (12) working days in the aggregate during each
calendar year on account of sickness, or related cause of absence, which
may be considered by the department head a sufficient and legitimate
excuse for the nurse's failure to be present and in attendance upon her
duties. Each nurse appointed after January 1 of the calendar year shall

- be dllowed sick leave at the rate of one day for each month of
employment through December 31 of that year. Sick leave may be used
in accordance with the City of Chicago Personnel Rules, Rule XXVIII,

Sick leave credit earned by a nurse subsequent to January 1, 1959, shall
accrue to a maximum of two hundred (200} work days at the rate of
twelve {12) days per year less days of sick leave used. Sick leave not
taken at the time of termination shall cease and end all rights for
compensation. Sick leave accrued while working ‘for another public

agency shali not be fransferable.

. Effective January 1, 1998 and thereatfter, said employees who receive paid
sick time shall accrue sick time at the rate of one (1) day on the first day of
the month for each month of employment. In the event an employee, or
a member of the employee's immediate family, experiences a serious
health condition within the meaning of the Family and Medical Leave
Act, upon request of the employee, the Employer will make available to

~
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said employee up to the full amount of sick time the employee would have
accrued for the remainder of that calendar year as if he/she were actively
employed, in order to cover the absence resulting from the condition in
question, subject to reimbursement. Should the employee's, or his/her
immediate family member's serious healih condition require the employee
to be absent into the next calendar year, upon request of the employee,
the Employer will make available to said employee up to the full amount of
sick time the employee would have accrued for that calendar year as if
he/she were actively employed, subject to reimbursement.  Upon his/her
return to work, the employee will begin to accrue sick time with the start of
the nexi calendar year. The Employer reserves the right to require an
employee to provide documentalion of the iliness in question. Immediate
family or immediate family members are defined in the City of Chicago
Personnel Rules, Rule XXVIII, Section 2.

c.  Part fime nurses shall receive one-half day of paid sick leave for each
month where the nurse works eighty-four (84) hours or more, with o
maximum accumulation of fifty {50) work days.

Section 5.5 Jury Duty

An employee who serves on a jury or is subject to proper subpoena (except if the
employee is party fo non-work related litigation) shall be granted a leave of
absence with pay during the term of such absence, provided that the employee
deposits his/her jury duly pay with the City Comptroller for those days which
he/she was scheduled to work for the Employer and receives pay or

compensatory time for said work.

Section 5.6 Bereavement Pay
Bereavement leave is available for up to three consecutive work days for a death

in the family. The leave must be consecutive workdays; non-contiguous
workdays may not be granted. Leave is granted for immediate family members
including the following: mother, father, spouse, domestic pariner, brother or sister
(including blood, step or half), son or daughter (including blood, step or half),
father-in-law, mother-in-law, daughter-in-law, son-in-law, brother-in-law,
sister-in-law, grandparents and grandchildren, court appointed legal guardians
and a person for whom the employee is a court appointed legal guardian.

If the deceased resided/passed in a state not contiguous to lilinois or another
countfry and the employee is travelling to the state or country in which the
deceased resided/passed, up fo five consecutive workdays will be granted for
the death in family. The leave must be consecutive workdays; non-contiguous
days may not be granted. The following are considered to be states contiguous

~
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to illinois: Kentucky, Wisconsin, indiana, lowa, Michigan, and Missouri.

Employees must provide appropriate documentation (e.g. death cetificate,
letter from the funeral home, funeral pamphlet/service bulletin, obituary, etc.) so
as to demonstrate that the leave is within the above stated parameters and that
the deceased was an immediate family member. If the employee took more
than three days of bereavement leave, they must also submit proof of fravel (e.g.
flight reservations, hotel reservations, other travel-related receipts, or a
self-certification) to the state or country in which the deceased resided/passed.
Bereavement leave must be taken within 60 days following the date of death. If
an employee fails to provide appropriate documentation, the absence(s) should
be considered Absent Unexcused. During bereavement leave, an hourly
employee shall receive his/her regular straight time pay for such time as he/she
is required to be away from work during his/her regularly scheduled hours of
work, provided that the employee submits appropriate documentation. Salaried
employees shall receive the leave of absence without additional compensation,
provided that appropriate documentation is submitted.

Section 5.7 Miliiary Leave
Any employee who is a member of a reserve force of the United States or of the

State of lllinois, other than the National Guard, and who is ordered by the
appropriate authorities to attend a training program or perform other dutfies
under the supervision of the United States or the State of llinois, shall be granted a
paid leave of absence during the period of such activity, but not to exceed
fourteen (14) calendar days in any calendar year, provided that employees
shall, as a condition precedent to payment, deposit his/her military pay for all
days compensated by the Employer with the City Compiroller.

Any employee who is a member of the National Guard of the United States or of
the State of lilinois and who is ordered by the appropriate authorifies to atfend a
training program or perform other duties under the supervision of the United
States or the State of llinois, shall be granted a paid leave of absence during the
period of such activity, but not fo exceed fifteen (15) calendar days in any
calendar year, provided that employees shall, as a condition precedent fo
payment, deposit his/her military pay for all days compensated by the Employer
with the City Complroller. Any reservist called for active duty on or after
September 11, 2001 shall be entitled to full salary and medical benefits, provided
that paid leave shall be conditioned upon payment of military pay to the
Comptroller. The right to this additional paid leave shall automatically ferminate
upon termination of active duly.



Section 5.8 Family and Medical Leave

Bargaining unit employees who have been employed a minimum of twelve (12)
months, and who have worked at least 1,250 hours in the preceding twelve (12)
months, shall be enfitled to up to twelve (12) weeks unpaid leave within a twelve

(12) month period for any of the following reasons:

&l For the birth of the employee's child and to care for such child;

b. For the placement of a child with the employee for adoption or
foster care;

Q. To care for the employee's spouse, child or parent with a serious
health condition; and

d. Due to a serious health condition affecting the employee

Nurses may, but are not required, to elect to use accumulated paid vacation
and/or unused paid sick leave or ofher accrued time toward this leave,

according to the City's policies.

All such leaves are subject to the provisions of the Family and Medical Leave Act
and the regulations thereunder, as well as the policies and procedures of the
Employer in effect as of the date of this Agreement.

such leave is concurrent with, and not in addition to, the unpaid leave provided
for above. Employees may elect to substitute any accumulated paid leave for
any portion of unpaid FMLA leave, or may take such unpaid FMLA leave
following any paid leave for which the employee may be eligible and elects to

use.

During any leave faken pursuant fo this provision, the employee’s health care
coverage shall be maintained as if the employee was working, and seniority shall

accrue.

The Employer shall pay ifs portion of the employee's insurance (individual or
family) for the time period the employee is on FMLA leave, and the employee
shall pay his/her portion of the insurance during that time period.

clion 5.9—Paid Parental ve

An employee wishing fo take paid parental leave must apply and be eligible for
Family Medical Leave Act (FMLA) leave. An employee is eligible for FMLA leave if
he or she has been employed by the City for at least 12 months before taking the
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leave and has worked at least 1250 hours during the 12 month period prior o the
leave. Eligible employees may be granted the following paid parental leaves, in

conjunction with and as part of an approved FMLA leave:
Up to four (4) weeks paid maternity leave to a birth mother to recover from a

non-surgical delivery; or

Up to six (6) weeks paid maternity leave to a birth mother to recover from a
C-section delivery; or

Up to two (2) weeks paid parental leave for the birth of a child or children to an
employee spouse or domestic partner of the birth mother; or

Up to two (2) weeks paid parental leave for the adoption of a child or children by
an employee or the spouse or domestic partner of the employee.

Paid parental leave may be combined with other earned paid time off such as
vacation and/or sick time to achieve the maximum amount of paid time off from

work while taking FMLA leave.

Notwithstanding any other provision of this Agreement, paid parental leave shall
be granted as part of an approved FMLA leave.

ARTICLE VI
SERVICE STATUS

Section 6.1 _ Definition of Seniority of Continuous Service

The term "seniority” and “continuous service" shall mean the same thing as they
are defined and used in this Agreement. Seniority or continuous service means
continuous paid employment from the employee’s last date of hire within the
bargaining unit without a break or interruption in such paid employment.
Employees eligible for duty disability compensation will earn seniority or Continue

Service credit.

Service requirements for advancement within the salary ranges of Exhibit A shaill
have the implication of continuous service with the City of Chicago. For
purposes of determining eligibility for longevity pay increases and in defermining
an employee's vacation benefits, seniority or continuous service shall mean
service for the Employer regardless of job title or department.

Section 6.2 Probation
New employees will be regarded as probationary employees for the first six (6)
months of employment and will receive no seniority or confinuous service credit

-~
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during such probationary period. Any petiod of absence from work in excess of
ten (10) days shalt extend the probationary period for a period of time equal to
the absence. Probationary employees continuing in the service of the
employer beyond their probationary period shall be career service employees
and shall have their seniority made retroactive fo the date of their original hiring.
Probationary employees may be disciplined or discharged as exclusively
determined by the Employer and such Employer action shall not be subject fo
the grievance procedure, provided that, if the Employer, within its discretion,
rehires a former employee who did not complete his/her probationary period
within one (1) year from the employee's termination, and said former employee
had served ninety (90) days or more of his/her probationary period, all time
previously served in the probationary period shall be counted for purposes for
determining when the said employee completes his/her probationary period. A
probationary employee who has served ninety (90) days or more of his/her
probafionary period and who is laid off shall be given preference over other
applicants for employment in the same job tifle in the department from which
he/she was laid off, so long as he/she does not refuse an offer of employment,
and does not suffer a break in service under Section 6.4 of this Agreement.

Probationary employees shall not be eligible for dental or vision insurance but
shall receive all other benefits under this Agreement. Probationary employees:
shall be compensated at the same rate as career service employees.

Section 6.3 Interruption in Service
A. Employees who work a minimum of eighty (80) hours per month shall be
credited with Continuous Service for time worked. Continuous Service

credit will not be earned for:

I absences without leave,
2 absences due to suspension,
. unpaid medical leave of absence of more than one (1) year.

Section 6.4 _ Break in Service

Seniority or Continuous Service of an employee is broken, the employmeni
relationship is terminated, and the employee shall have no right to be rehired,
notwithstanding the provisions of any ordinance or rule to the confrary, if the

employee:

a. quits or resigns,
= A is discharged for cause,
e, refires,



d. is absent for five (5) consecutive work days without notifying the
employee's authorized Employer representative unless
circumstances preclude the employee, or someone in the
employee's behalf, from giving such noflice.

e. fail to return to work at the expiration of an authorized Leave of
Absence, unless there are extenuating circumstances which prohibit
the Nurse from returning fo work on the expiration of the leave.

] does not actively work for the Employer for twelve (12) months for
any reason except military service, approved Association or medical
leave of absence, or duty disability leave.

8. is on layoff for more than twelve (12) conseculive months where the
employee has less than five (5) years of service at the time the layoff
began,

h. is on layoff for more than two (2} years if the employee has five (5)

years of service or more at the time the layoff began.

i. is on lay off for more than three (3) years if 1h‘e employee has seven
(7) years of service or more at the time the layoff began.

j- is on lay off for more than four (4) years if the employee has twelve

(12) years of service or more at the fime the layolff began.

Section 6.5 _ Filling Of Permanent vacancies

o oL

The Employer shall determine if there is a permanent vacancy fo be filled
prior to posting of that vacancy.

Employees within a department who desire a change in shift, day(s) off or
location of their job assignment shall request such change in wiiting on the

Employer's form at -any time for the remainder of the calendar year. A

list of all ransfer requests on file for Nurses will be sent to the Association
monthly.

When filling a vacancy, the Employer shall select the most senior employee
in the job classification in the Department who has such a request on file
prior to any notice of posting being sent to the Association, provided the
employee has the present ability fo perform the required work without
further training after a reasonable amount of orientation. The Employer
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shall give the Association a list of newly transferred employees by
Department once a month. Any employee transferred may not seek

another transfer for 6 months.

When filing a vacancy and there are no said employees who have
requests on file prior to any nofice of posting being sent to the Association,
the Employer shall select the employee in the job classification in the
Department from the recall or reinstatement list, if any. in accordance with

the recall procedures in this Agreement.

When filing a vacancy and there are no said employees who have
requests on file prior to any notice of posting being sent fo the Association,
and there are no eligible employees on said recall or reinstatement lists,
the Employer shall post the job for bidding.

All permanent vacancies covered by this Agreement not filled as provided
above shall be posted on a designated bulletin board at each work-site
and at other appropriate locations as designated by the Employer. The
permanent vacancy shall be posted fourteen (14) calendar days. There
shall be written nofification to the lllinois Nurses Association of the posting of
said vacancies at least one day prior to it being posted. The posting shall
contain at least the following: job fitle, quadlifications, hours, work
location(s), pay grade and person to whom the job bid should be
submitted. The posting shall also include any additional qudlifications
and duties required by the Employer for the position(s) posted.

Any Nurse may apply for any posted position covered by this Agreement
by submitting a written bid application during the posting period.
Notwithstanding the foregoing, an employee shall nof be allowed to bid
on his/her own classification within the employee’s department.

All bidders for permanent vacancies shall meet the minimum qualifications
for the job in order fo be considered for selection by the Employer.

Qualified employees shall be given an equal opporfunity with other
applicants to bid on jobs which are determined to be permanently vacant
by the Employer. [n making selections, the Employer shall give preference
to employee applications over non-employee applicants, unless the
non-employee applicants have demonstrably greater skill and ability to
fulfill the needs determined by the Employer.
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If employees are selected, however, where employee applicanis are
relatively equally qualified to perform the work required, the Employer shaill
select the most senior employee of those applying.

Employees who are laid off “onto the street” shall be given first preference
when bidding for positions which are equal or lower-graded than the
positions from which they were laid off, provided the employee indicates
on the Employer's bid form that he/she has recall rights. Once an
employee who was laid off “onto the street” receives a job under the bid
procedure, he/she shall have no further bid preference under this section.

The Employer shall determine whether employees are "relatively equally

‘quolified“ based upon evidence of performance as shown on the

employee's performance evaluation and any other evidence brought fo
the Employer's altention, experience, training, and proven ability and
similar criteria as they relate to the vacancy.

Bidders who are not selected shall be so nofified by the Department Head.
A copy of the bid list with seniority dates and the name of the successful
bidder identified, shall be sent to the Association.

During the posting, bidding and selection process, the Employer may
temporarily fill the vacancy. '

The successful bidder for any jobs under this Section shall have an
evaluation period, not to exceed sixty (60) days, to demonstirate that he or
she can perform the job. If the Employer has just cause based upon the
employee's job performance at any time during that period that the
successful bidder cannot perform the job, or if the successiul bidder desires
to return to his/her former job, then the successful bidder shall be returned
to the job he/she held just prior fo the awarding of the bid, displacing, if
necessary, any employee who has been placed into said job.

.Section 6.6 Layoff and Recall

(a)

The Employer shall notify the Association and the affected employees in
writing at least thirty (30) calendar days in advance of any layoff under
this subsection, except when layoffs occur as a result of grant funds
being reduced or eliminated. Where layoffs occur as a result of grant
funds being reduced or eliminated and the Employer is unable to give
at least thirty (30) calendar days notice, the Employer shall give the
Association and the affected employees af least fourteen (14)

~
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(b)

(c)

calendar days notice of any layoff. If, upon receipt of the layoff notice,
ihe Association requests to meet with the Employer 1o discuss matters
relating to the layoff, the Employer will meet with the Association. If a
meeting is requested and convened, such meeting will not change the
effective date of the layoff.

Probational, Seasonal, Provisional, Emergency and Temporary
Employees shall be terminated prior to any other employees being laid
off.

An employee subject to layoff shall have first priority fo fill a job in an
equal or lower-graded classification, in his/her department or an equal
or lower-graded INA bargaining unit classification in any department,
which the Employer has deemed vacant, in lieu of layoff, provided the
said Employee has the then present ability to perform the required work
without further fraining after a reasonable period of orientation. Said
offers shall be by seniority.

The following evaluation period shall apply only to those employees
who select a vacant, equal or lower-graded INA bargaining unit
classification (1) in a different department from where they are being

laid off, or (2) in the Department of Public Health in a program where

they have not previously worked: The Employer will afford the employee
an evaluation period of sixty (60) days to demonstrate that he/she can
perform the job. Within forty-five (45) days of the start of the evaluation
period, the Employer shall hold a meeting with the employee and the
Union fo «address any petformance concerns. After the
above-referenced meeting takes place, if the Employer, based on the
employee's job performance, has just cause to believe that the
employee cannot perform the job, the Union shall be nofified and the
employee shall be placed on the layoff list and shall have no further
rights to bump or fill other vacancies prior fo being laid off. The
Employer's decision to return the employee to the layoff list must be
made within sixty (60) days of the employee's placement. Nothing
precludes the Employer and the Union from mutually agreeing to
extend the sixty (60) day evaluation period by thirty (30) days. The
Employer shall notify the Union and the employee in advance of
returning the employee to layoff if it appears to the Employer that the
employee cannot perform the job.
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(d)

(e)

(f)

(9)

The Employer shall provide the Association with a list of the vacancies for
INA bargaining unit classifications in all departments, including the hours
of work and location, if known, of available positions, prior to any

movement of nurses.

Where ability, skill and efficiency are equal, nurses shall be laid off in
order of their seniority, provided that the Employer may retain
employees with special knowledge or skills. Seniority for purpose of
layoff shall be as defined in Section 6.1 of the Agreement. Laid off
employees shall be placed on a layoff list subject to the
break-in-service provision of this Agreement. The Employer will give
preference to laid off employees when filling vacancies of equal or
lower salary grades, provided said employees have the required
qualifications and the then present ability 1o perform the duties required
by the Employer. The Employer shall recall employees from layoff in
the reverse order they were laid off.

Employees shall retain and accumulate seniority and continuous
service credit while on layoff.

An employee subject to layoff may displace (bump) the least senior
employee, if any, in the most recent lower job title or tifles the employee
fo be laid off has held in the Department, provided the employee
bumping has the then present ability o perform the job without further
training after a reasonable period of orientation.

For employees in the Department of Public Health who displace or
bump into a program where they have not previously worked, the
following evaluation period shall apply: The Employer will afford the
employee who is bumping an evaluation period of sixty (60) days to
demonstrate that he/she can perform the job. Within forty-five (45) days
of the start of the evaluation period, the Employer shall hold a meeting
with the employee and the Union to address any performance
concerns. After the above-referenced meeting takes place, if the
Employer, based on the employee’'s job performance, has just cause fo
believe that the employee cannot perform the job, the Union shall be
nofified and the employee shall be placed on the layoff list and shall
have no further rights to bump or fill other vacancies prior to being laid
off. The Employer's decision to return the employee to the layoff list must
be made within sixty (60) days of the employee’s placement. Nothing
precludes the Employer and the Union from mutually agreeing to
extend the sixty (60) day evaluation period by thirty (30) days. The
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(h)

()
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Employer shall notify the Union and the employee in advance of
returning the employee to layoff if it appears to the Employer that the
employee cannot perform the job.

Employees shall be recalled in the reverse order of layoff, provided the
employee has the then present ability to perform the required work
without further training after a reasonable period of orientation.

The following evaluation period shall apply only to those employees
who are recalled to (1) a different department from which they were
laid off, or (2) the Department of Public Health o a program where they
have not previously worked: The Employer will afford the employee an
evaluation period of sixty (60) days to demonstrate that he/she can
perform the job. Within forty-five (45) days of the start of the evaluation
period, the Employer shall hold a meeting with the employee and the
union to address any performance concerns. After the
above-referenced meeting takes place, if the Employer, based on the
employee's job performance, has just cause to believe that the
employee cannot perform the job, the Union shall be notified and the
employee shall be returned to the layoff list subject to the
break-in-service provisions of this Agreement. The Employer’s decision

- to return the employee to the layoff list must be made within 60 days of

the employee’s placement. Nothing precludes the Employer and the
Union from mutually agreeing to extend the sixty (60) day evaluation
period by thirty (30) days. If such an employee is returned to the layoff
list, the time that said employee worked during the evaluation period
will not be counted when calculating how much time the employee has
been on layoff for purposes of 6.4(g) and 6.4(h).

A laid off employee will be allowed to continue his/her City health
insurance coverage through the end of the monih in which the
employee was laid off, plus up to an additional four (4) consecutive
months, provided the employee pays his/her regular contribution
amount for such health coverage under this Agreement during this
period, and provided further that the employee gives proper notice fo
the City, or the City's designee, of his/her election to continue health
coverage under the terms of this paragraph. Said period of
continuation of health coverage shall be included in the period of
eligibility for continued health coverage under the Public Health Service

Act, 42 USC 300bb-1-8.

Laid off employees retain full bidding rights under Section 6.5 subject to
the break-in-service provisions of Section 6.4. Employees who

~
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successiully bid on new positions shall be considered to have
completed all rights to recall under this Section.

Section 6.7 Balancing the Workforce

(a)

(b)

(c)

Prior to taking any action pursuant to this Section, the Employer will
noftify the Association in writing of its intention fo balance the workforce
and, upon request, agrees to meet with the Association. The written
notfice may include the number of employees affected, their titles,
current locations, and the locations where they may be assigned.

The Employer shall provide fourteen (14) days advance nofice to the
Union if possible, but in no case less than five (5) working. Should the
Association request to meet with the Employer, said meeting shall take
place between the date the Employer provides the Association with
advanced notice and the date the balancing of the workforce is
scheduled fo be implemented. If the meeting does not fake place
during said time frame because the Association has not made itself
available to meet at reasonable times during that time frame, the
Employer may proceed to balance the work force as set forth below.

The Employer's movement of employees from one location, shift or day
off schedule to another, which would otherwise be considered the
filing of a permanent vacancy, shall not be deemed a permanent
vacancy if there is not a net increase in the number of employees in the
affected classification(s) in the affected locations, shifts or day off

schedule.

If the Employer intends to reduce the number of employees in a job
classification at a location, and reassign them to another location, the
Employer shall select the most senior employee in the job classification
in the Department who has a fransfer request on file prior to the
Employer providing the written notice described in Section 6.7(a).
Transfer request is defined as in Section 6.5(b). It there are no
employees who have a transfer request on file prior to the Employer
providing the wiitten notice pursuant to Section 6.7(a), the Employer
shall seek volunteers among the employees in the affected job
classification, provided that the volunteers have the then present ability
to perform the work required without further training. Such employees
shall also be permitted to volunteer for positions in the job
classification(s) at other locations that the Employer has declared
vacanti, provided that the volunteers have the then present ability to
perform the work required without further fraining.
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(d)

(e)

If there are more volunteers than there are assignments, such
reassignments shall be made on the basis of seniority. If there are
insufficient volunteers available, the Employer shall reassign employees
using reverse seniority, provided that the employees have the then
present ability fo perform the required work.

An employee being reassigned under this provision may file a transfer
request (under the filing of vacancy ariicle) fo return to his/her original
location.  Said request must be made within sixty (60} days of
reassignment, shall be valid for a period of eighteen (18) months after
date of reassignment, and shall have preference over all other transfer
requests for the original location.

Section 6.8 Reassignment

(a)

(b)

In addition to the notice requirements in Section 6.6{a) above, when a
layoff occurs which may requires an employee or employees to be
reassigned to another location, the Employer shall give ten (10)
calendar days notice to the Association and the employee(s)
occupying the position atissue. The notice shall inform the
employee(s) that as a result of the layoff, the employee(s) may be
reassigned. The notice will also provide the effective date of the
reassignment and, if known, the location of reassignment.

If the Employer knows that there is more than one location where the
employee(s) may be reassigned, the nofice will also provide the
locations of reassignment. If there is more than one known location of
reassignment, the employee (s}, in order of seniority, will be allowed to
choose among the locations of reassignment. The employee (s) will
have forty-eight (48) hours o choose among the locations of -
reassignment, and the nofice will inform the employee (s} to whom they
must submit their reassignment selection and by when. If there are
multiple locations of reassignment, employees .can provide their order
of preference for the reassignment selection. If an employee fails to
submit their reassignment selection to the Employer representative in
the fime frame set forth in the notice, or if none of the employee’s
selections are available when it is employee’s opportunity fo choose in
seniority order, then the Employer will determine that employee's
location of reassignment. The employee selecting a location must
have the then present ability fo perform the work required at the
selected location without further fraining.
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(c) The parties acknowledge that locations of reassignments may change
after the notice has been provided. |If alocation of reassignment
becomes available after the Employer sends notice, the Employer will
inform the Union and affected employees as soon as possible. If a
location of reassignment is provided in the notice but becomes
unavailable after the notice is given to the Union and affected
employees, the Employer will inform the Union and affected employees
as soon as possible. The parties understand that nothing in paragraph
(c) extends the ten (10) day time frame set forth in paragraph (a)
above or the forty-eight (48) hour time frame set forth in paragraph (b)

above.

Section 6.9 Detailing
Detailing is the temporary transfer of a nurse to a work assignment within her/his

job classification geogrophicclly'removed from the nurse's normal work site.

Employee(s) shall normally not be detfailed for more than thirty (30) days, unless
the Employer gives nofice to the Association of its need fo do so and confers with
the Association upon request. In any event, no such assignment may extend
beyond ninety {90} days without the agreement of the parties.

The Employer shall notify the nurses of the requirements for a detdailing assignment
and shall seek volunteers among the nurses who are qudlified to perform the
special assignment. |If there are more volunteers than needed, selection shall
be made on the basis of seniority commencing with the most senior.  If there are
insufficient volunteers, assignments shall be made from among the nurses within
the organizational unit where the detailing is necessary, commencing with the
least senior nurse with the present ability to perform the work.  The Employer shall
rotate such assignments equitably among the available nurses.

in the event of an emergency any limitations of this Section shall be waived for a
maximum of fen (10) working days. Should any emergency require a waiver of
this section beyond ten (10) working days, the City shall agrees to confer with the
Association regarding such extension.

Section 6.10 _ Relief in Higher Classification 7

An employee who is directed to and does perform substantially all of the duties
and responsibilities of a higher rated classification within the bargaining unit fo
the satisfaction of the Employer for five (5) days shall be paid at the higher rafe.
Employees paid for acting in o higher-rated job shall be paid as if they had been
promofed to the higherrated job. An employee who is requested by the
Employer fo assume substantially all of the duties and responsibilities of a higher
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rated classification outside of the bargaining unit will not be paid at the higher
rate, but may accept or decline the assignment.

The fime limits for any assignments to higher-rated jobs shall be ninety (?0) days,
except where a regular incumbent is on leave of absence, in which case it shall
be six (6) months. The fime limits may be extended by mutual agreement of
parties. The Employer shall not arbitrarily remove employees out of the higher
classification solely to defeat the purpose of this section.

The Employer will equitably rotate assignments to higher rated jobs on the basis of
seniority among the employees at the work location who have the then present
ability to do the job without further fraining. In the event the Employer makes a
rotational assignment to a higher rated job out of seniority order, the Employer
will notify the Association, and, following a request from the Association, will meet
and discuss the Employer's rationale for doing so, as well as ifs plan for rotating
such future assignments at that work location.

Section 6.11 _ Medical Leave
Non-probationary employees shall be granted medical leaves of absence upon

request. Said medical leaves of absence shall be granted for up to three (3}
months, provided said leaves shall be renewable for like three-month petiods, for

a total medical leave of absence up fo one (1) year. The Employer may request
satisfactory proof of medical leaves of absence. Employees on medical leaves

of absence shall return to work promptly after their doctor releases them fo return

to work. An employee on a medical leave of absence shall be refurned to work

upon the expiration of his/her leave, provided the employee has complied with

the Employer's procedure which shall be provided to the employee prior to the

start of said leave. If an employee is granted an extension of his/her leave,

he/she shall be returned to work upon the expiration of the leave's extension,

provided the employee has complied with the Employer's procedures.

Seniority shall accumulate for employees on medical leaves of absence for only
up fo one (1) year. Affer one (1) year, an employee on a medical leave of
absence shall retain, but not-accumulate seniority.

Employees who return from a medical leave of absence within one (1) year shall
be reinstated to:

- their former position if it is vacant: if not
b. a vacant position in the same classification: it none available
2, bump the least senior nurse in the same classification: provided the nurse

refurning from the Leave of Absence has more seniority than the least

“
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senior nurse, who shall be subject to the lay off and recall provisions of
Section 6.6.

Section 6.12  Personal Leave

Non-probationary employees may apply for leaves of absence without pay for
personal reasons. The grant and duration of such leaves shall be within the
discretion of the Employer. Seniority shall accumulate for employees on said
leaves. Employees who return from said leaves shall be reinstated to their former
job subject to the layoff, recall and break in service provisions of this Agreement.

Employees shall be granted personal leaves of absence without pay for a period
of up to one (1} year for the purpose of providing necessary care, full-time
supervision, custody or nonprofessional treatment for a member of the
employee's immediate family or household under circumstances temporarily
inconsistent with employee's uninterrupted performance of his/her normal job
duties, if satisfactory proof of the need for and duration of such leave is provided
to the Employer. Such leaves shall be granted under the same terms and
conditions as set forth above. When an employee applies for a personal leave,
the Employer will provide a wiitten response granting or denying the leave
application within fourteen (14) calendar days of receiving the application.

Employees who return from a personal leave of absence within one (1} year shall
be reinstated to:

a. their former position if it is vacant: if not

b. a vacant position in the same classification: if none available

& bump the least senior nurse in the same classification: provided the
nurse returning from the Leave of Absence has more seniority than
the least senior nurse, who shall be subject fo the layoff and recall

provisions of Section 6.6.

Section 6.13 __ Duty Disability
Any employee who has been granted Duty Disability benefits shall be granted a

Leave of Absence. The Employer will mail the initial Duty Disability payment
within ten (10) working days upon receipt of verified authorization from the
approving authority.  Contingent upon continued verified authorization,
subsequent payment will be made twice a month. |f Duty Disability is denied,
and such denial is later reversed, the employee shall be paid up fo the date the
amount the employee was eligible to receive, less any other disability payments
received by the employee, subject to the same terms and conditions identified
in this paragraph. Employees who refurn from said leaves shall be reinstated to
their former job classification, if there is a vacancy in said classification, or if a
position in said classification is then occupied by an employee with lower
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seniority. If the employee's former job classification is not available because the
employee would have been laid off, if the employee had not been on a Leave
of Absence, the employee may exercise seniority rights in accordance with and
subject to the layoff, recall and break-in-service provisions of this Agreement. An
employee granted Duty Disability shall continue to receive full benefits for any
period he/she is on said leave in accordance with current practice. Employees
granted Duty Disability shall also continue to earn vacation credit while on duty
disability leave in accordance with current practice.

Section 6.14 __Seniority Lists
The Employer shall provide the Association with a seniority list every six months.
Each month the Employer shall notify the Association of additions and deletions

to that list.

Section 6.15  Reciprocity
Nurses hired prior to July 9. 1985, who have rendered service to the County of

Cook, the Chicago Park District, the Forest Preserve District, the Chicago Housing
Authority, the Metropolitan Sanitary District of Greater Chicago, the State of
linois, the Chicago Board of Education, City Colleges of Chicago, Community
College District 508, Public Building Commission of Chicago, Chicago Urban
Transportation District, the Chicago Transit Authority, and the Regional
Transportation Authority shall  have the right to have the period of such service
credited and counted for the purpose of advancement within longevity salary
schedules, provided the above interpretation of continuous service shall apply.
Nurses hired after July 9, 1985 who have rendered service to another employer as
stated above shall not have the period of such service credited and counted
for the purpose of advancement within fongevity salary schedules.

Section 6.16 Reduction from Full Time to Part Time Status

Nurses will not be reduced from full-time to part-time status solely to avoid the
payment of fringe benefits under this Agreement. It is recognized, however,
that Nurses may confinue fo voluntarily request such reduction in stafus for

personadl reasons.

Section 6.17 __Classification Changes
The Employer shall have the right to increase or decrease the working force, to

eliminate, change of combine job classifications in whole or in part, and fo
establish new job classifications as the Employer may determine to be necessary
from time to time for the efficient conduct of its business. The Employer shall
nolify the Association of the establishment of a new job classification arguably
within the bargaining unit. The Employer shall set the wage rate for the new
job classification.  Upon request, the Employer will discuss  the new rate with the
Association. If the Association does not agree with the new rate set by the

~
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Employer, the Association may grieve the Employer's decision through the
grievance and arbitration procedure under this agreement.

Section 6.18  Temporary Nurses

@l

The Employer will meet with representatives of the lllinois Nurses Association
(INA) within sixty (60) days of ratification of the Collective Bargaining
Agreement to discuss creation of a Temporary Registered Nurses pool of
eligible applicants. This pool will be created as soon as practicable after

ratification.

Nurses shall be selected in a manner consistent with the Employer's hiring
policies and procedures. The Employer will endeavor to use these nurses
for relief personnel in the cases of vacation, sickness, program start-up,
leaves of absence or other temporary relief.

Nurses will notify the Employer of their work availability. Thereafter, they
shall notify the Employer of any changes in writing. Failure to do so may
result in removal from the pool.

Nurses will receive a professional orientation.

Prior to utilizing this Temporary Nurses Agreement for a special event or
program, the Employer will seek volunteers from among current employees
who have the then present ability to perform the required duties of the
special event or program, and, if the use of said volunteers does not hinder
the operational needs of the Employer. Employees will be given
reasonable advance notice of special events or programs in order to
volunteer. When possible upon request of the INA, the department will
meet and discuss the selection of volunteers. If there are more volunteers
than assignments, the Employer shall select the most qualified employee
who can perform the required duties of the special event ‘or program.
Between equally qualified employees, the more senior shall be selecied.

Nurses will be paid at the straight time rate for all work performed up to
and including forty (40) hours per week and for all hours on a holiday.
Sqid individuals will be paid at one and one-half the straight rate of pay for
all hours worked in excess of forty (40) hours.

The Association will be notified quarterly of the employees working under
this Agreement. Further information on the work schedules will be

provided fo INA upon request.



Temporary Nurses will not be and shall nol attain Career Service or
Probationary Career Service status.  Said employees are not eligible for
any other compensation or benefits other than those enumerated above.

Individuals performing work under this Agreement shall not perform work in
any assignment for longer than one-hundred twenty (120} calendar days.
The fime period for such said individual may be extended by muiual
agreement of the parties. The Employer agrees that it will not use
temporary nurses under this Section in a way which will displace any
regular employees covered under this Agreement, or which will otherwise
eliminate any bargaining unit position.

The City and the INA shall meet within thirty (30) days of the ratification of
the Collective Bargaining Agreement to discuss and agree upon a dues

check off/fair share provision.

The hourly rate of pay shall be $32.00, effective on the first day of the first

‘payroll period following the date of final ratification of the Agreement.

ARTICLE Vi
GRIEVANCE AND ARBITRATION

Section 7.1 Discipline

(a)

(b)

All disciplinary actions, up to and including discharge, shall be subject to
review only under the applicable grievance and arbilration procedures
provided in Arficle 7. Such contractual review procedures shall be the
sole and exclusive means for review of any and all such disciplinary
actions, and no review of any such disciplinary action shall be available
before the City's Human Resources Board or Police-Board. An employee
who may be subject to disciplinary action for any impropriety has the right
to ask for an Association representative to be present at any interrogation

or hearings.

The Employer within its discretion may determine whether disciplinary
action should be an oral warning, written reprimand, suspension or
discharge, depending upon various factors, such as, but not limited to, the
severity of the offense or the employee’s prior record. Discipline shall be
for just cause and principles of progressive discipline shall apply as set forth
in the Personnel Rules of the City of Chicago. Such discipline shall be
administered as soon as practical after the Employer has had a
reasonable opportunity to fully investigate the matter. In cases of oral
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warning, the supervisor shall inform the employee that she/he is receiving
an oral warning and the reasons therefore.

For discipline other than oral warmings, the employee's immediate
supervisor shall meet with the employee and nolify him/her of the
accusations against the employee and give the employee an opportunity
to answer said accusations. Specifically, the supervisor shall tell the
employee the names of witnesses, if any, and make available copies of
 pertinent documents the employee or Association is legally entitled to

receive.

if the employee requests the presence of an Association representative at
a meeting, one will be provided, if readily available, within a reasonable
time period who shall be given the opportunity, if the employee requests,
to rebut the discipline and request further pertinent information.

The Employer will notify the Association’s office in writing of the
pre-disciplinary mee‘nng at the time the Employer nofifies the employee.
The Employer shall not have to unreasonably defer or avoid its intended
disciplinary action because of the unavailability of an employee
representohve taking all of the circumstances into account. The
Employer is not obligated to meet with the employee prior to taking
disciplinary action where the employee is unavailable or in emergency
situations. The Employer's failure to satisfy this Section 7.1{b) shall not in
and of itself result in a reversal of the Employer's disciplinary action or cause
the Employer to pay back pay to the employee.

In the event disciplinary action is taken, the employee and the Association
shall be given, in wiiting, a statement of the reasons therefore. The
employee shall inifial a copy. noting receipt only, which shall be placed in
the employee's file.

(c) Conduct of Disciplinary Investigations
Supplementing all rights and processes due employees covered by this
Agreement who may be the subject of a disciplinary investigation by the
inspector General, the interview will be conducted in the following

manner:

A. The interview of the employee shall be scheduled at a reasonable
time, preferably while the employee is on duty, or if feasible, during
day shift hours.
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The interview, depending upon the allegation, will take place at the
employee's location of assignment, normal department location or
other appropriate location, but not at a police station.

Prior to an interview, the employee under investigation shall be
informed of the person in charge of the investigation, the identity of
the interviewer and all persons present during the interview. When
a formal statement is being taken, all questions directed 1o the
employee shall be asked by and through one interviewer atf a time.

The length of the interview sessions will be reasonable, with
reasonable interruptions permitted for personal necessities.

At the beginning of the interview, the employee shall be informed of
the nature of the matters to be discussed.

An employee under investigation shall not be threatened with
transfer, dismissal or disciplinary action, or promised a reward, as an
inducement fo provide information relating to the matter under
investigation, or for exercising any rights contained in this Agreement
provided, however, that this Section shall not prohibit or prevent an
accurate reading of the employee's adminisirative rights, or the
imposition of discipline in accordance therewith.

An employee under investigation will be provided, without
unreasonable delay, with a copy of any written statement the
employee has made.

(1) If the allegation under investigation indicates a recommendation
for discipline is probable against the employee, said employee will
. be given the statutory administrative proceedings rights prior fo the
commencement of the interview. (2) If the allegation indicates -
that criminal prosecution may be probable against said employee,
the provisions of this Section shall be inapplicable and said
employee will be afforded his consfitutional rights concerning
self-incrimination prior to the commencement of the interview. An
employee will not be read his/her administrative and Miranda rights

during the same interview.

At the request of the employee under investigation, an employee
who may be subject to discipline shall have the right to be
represented in the interview by a representative of the Association.
The employee shall be told that he/she has the right to Association
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representation before commencement of the inferview. The
interrogation shall be suspended until representation can be
obtained, provided the suspension is not for an unreasonable time
and the Employer does not have the interview unduly delayed.

ds The Employer shall not compel an employee under investigation to
speak or testify before, or to be questioned by, any
non-governmental agency relating to any matter or issue under

investigation.

K. The results of a polygraph examination shall not be used against an
employee in any forum adverse fo the employee’s interests. The
Employer will not require a polygraph examinaiion if it is ilegal to do
so. If an employee is asked to take a polygraph examination,
he/she will be advised in writing 24 hours prior to the administration
of the examination. The resulfs of any polygraph examination shall
be known to the employee within one week.

& This section shall not apply to employee witnesses.

M. The identity of an employee under investigation shall not be made
available to the media during the course of an investigation until
charges are filed by the Employer and the employee has the
opportunity to respond thereto. If an employee is exoneraied after
the City initially informed the media of the charges against the
employee, the City will make that fact available to the media where

the employee requests it.

N. In the event that disciplinary action is taken against an employee,
any allegations of violations of this Section shall be heard in
connection with, .and in the same forum as, grievances which

protest said disciplinary action.

0. Any evidence or information including employee statements that is
obtained in violation of the rights enumerated in this Section, shall be
suppressed and shall not be used by the Employer for any
disciplinary action against the employee, or in the case of
promotions or fransfers.

Should during the life of this Agreement the City Council enact an
ordinance which fransfers the investigative authority of the Inspector
General to another City Department or agency, the provisions of this
Section shall be deemed to be applicable to that Department or agency.



Section 7.2 Predisciplinary Procedures

Section 7.2{a) Grievance Procedure

1. Matters which are management rights, except as expressly abridged by a
specific provision of this Agreement, and disciplinary actions of suspensions of
over thirty (30) days and discharges, shall be excluded from this grievance

- procedure. Suspensions of over thirty (30} days and discharges shall be
governed exclusively by the terms of Section 7.2{b) below. Disciplinary cases
which are converted from a discharge to a suspension as a result of a decision of
the Human Resources or Police Board do not thereafter become arbitrable as a

result of said decision.

2. Except as set forth in Sections 7.2(a}(1) above and 7.2(b) below, any and all
disputes and differences involving Department of Personnel Rules, or an agency
administrative action, or an interpretation or application of a specific section in
this Agreement between the Employer and the Association or any of the nurses it
represents shall be exclusively settled in the following manner and there shall be
no interruption of the operation of the Employer. is agreed that the time
Jimitations set forth herein are of the essence and that no action or matter not in
compliance therewith shall be considered the subject of a grievance unless said
{ime limitations are ‘extended by written agreement of both parties to this

Agreement.

Before a formal grievance is ini’rid’red, the nurse shall discuss the matter with
her/his immediate supervisor. If the problem is not resolved in discussion, the
following procedure shall be used fo adjust the grievance:

STEP |
A. The nurse or the Association shall put the grievance or complaint

in writing on the Employee Problems Form Step | or the
Association grievance form within ten (10) working days of having
knowledge of the event which gives rise to the grievance. In
the space provided, the nurse or the Association will indicate
what Section and part of the Agreement is in violation and the
requested remedy, and submit the form fo her/his immediate

SUpPeErVIsor.

B. The immediate supervisor will notify the nurse in writing of her/his
decision in the space provided on the original Employee
Problems Form Step I.  This form will be returned fo the employee



and the Association within ten (10} calendar days after receipt of
the written complaint.

If the grievance is not settled at the first Step, the Association
representative and/or the nurse shall have the right to make an
appeal in writing on Employee Problems Form Step Il or the
Association grievance form, Step Il to the Department Head's
designee and/or Director of Nursing within ten (10) calendar days
after the date of the decision by the immediate supervisor. A
meeting shall be held within five (5) working days thereafter.

The name of the Department Head's designee shall be posted for
nurses in areas where nurse notices are normally posted and
submitted to the Association.

The Departiment Head's designee will nofify the nurse in writing
with a copy to the Association of her/his decision on Employee
Problems Form Step Il or the Association grievance form, Step i,
within ten (10} calendar days of the Step Il meeting.

If the grievance is not setfled in Step ll, the Association or the
nurse may appeal in writing on the space provided on Employee
Problems Form Step Il or the Association grievance form, Step lll,
along with Steps | and Il to the Department Head within ten (10)
calendar days of receipt of the senior supervisor's decision. If the
dispute involves nursing practice issues, the appeal, upon
request, shall be heard by the Deparfment Head or his/her
designee before the Employer gives the Association and the
grievant a final answer. Where the grievance concerns issues
related fo nursing practices, the Department Head or his/her
designee will seek input from someone who has a nursing or

medical license.

The Department Head shall meet with the Association in an effort
to resolve said grievance and reply in writing of her/his decision
within ten (10) calendar days from receipt of Step lil to the nurse
and the Association.

Any seftlement at Step L Il or Hll shall be b.inding upon the
Employer, Association and the aggrieved nurse(s). Failure of the
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Employer to answer a grievance within the time limits herein shall
permit the Association to refer the case o the succeeding step of
the procedure. The Association will be informed of and allowed
to be in attendance at all grievance or disciplinary hearings.

8 If the grievance is not seffled at the third step, either the
Association or the Employer may nofify the other in writing within
thirty (30) days of receipt of the Step llt decision, that they request
final and binding arbitration.

E. If the grievance or arbitration affecis more than one nurse, the
grievance or arbitration may be presented by a single selected
employee representalive of the group or class. Either the
Employer or the Association may file a grievance at Step lil.

i Even though a grievance has been filed, nurses are obligated to
follow instructions or orders of supervisors of the Employer, subject
to discipline, except where the instruction or order is so inherently
dangerous fo the nurse that it could cause death or sefious
physical harm. The Employer agrees that by following
instructions or orders the nurse does not waive the nurse's right fo
process her/his grievance.

T Upon written request, at any step of the grievance procedure,
the Association shall be given specified written materials, policies
or documents pertinent to the grievance under consideration fo
which the Association is legally entitled.

STEP IV
A. If the matter is not setfled in Step lll, the Association or the Employer but not

an.individual nurse(s), may submit the dispute 1o arbitration only if it involves an
interpretation or application of a specific section of this Agreement by serving a
written request fo arbitrate, setting forth the facts and specific relief requested,
within thirty (30) calendar days affer the answer is given at Step il hereof. Within
seven (7) calendar days after receipt of the wiitten notice of arbitration the
parties shall meet or otherwise attempt to select an impartial arbitrator by mutual
agreement. If after seven (7} calendar days the parties are unable to mutually
agree upon selection of an arbitrator, the parties will contact the Federal
Mediation and Conciliation Service and request a panel of eight (8) arbitrators.
No subsequent panel may be requested except with the mutual written
agreement of the Employer and the Association. The Employer and the
Association will aliernately strike names from the listing of arbitrators until the

arbitrator is chosen.




3 The Employer will strike first.  The Arbitrator will advise the parties of his/her
fees and expenses prior 1o selection and will be expected to charge such fees
and expenses. The fees and expenses of the Arbitrator shall be borne by the
party whose position is not sustained by the arbifrator. In cases of split decisions,
the arbitrator shall determine what portion each party shall be billed, based
upon which party, if any, substantially prevails. Each party shall be responsible
for compensating its own representatives and witnesses. The cost of a transcript
shall be shared if the necessity of a franscript is mutually agreed upon between
the parties. The Arbitrator shall select a date for arbitration within sixty (60) days
of notice that a grievance is ready for arbiiration and submit his/her decision
within thirty (30) days following such hearing. Nothing herein prevents the parties
from mutually agreeing to select an arbiirator without using a panel from FMCS.

C.  The parties may agree to submit more than one (1) grievance to an
Arbitrafor.

{5 An arbifrable matter must involve the meaning and application or
interpretation of a specific provision of this Agreement. The provisions of this
Agreement shall be the sole source of any rights which either party may assert in
arbitration. The Arbitrator shall have no power to amend, add to, subtract from,
or change the terms of this Agreement, and shall be authorized only fo interpret
the existing provisions of this Agreement and apply them to the specific facis of
ihe grievance or dispute. The decision of the Arbifrator shall be based wholly on
the evidence and argumenis presented fo him/her by the - parties in the
presence of each other. No arbitration hearing shall be held unless both parties
are present. The decision of the Arbitrator shall be final and binding on all
parties to the dispute, including the employee or employees involved.

seclion 7.2(b) Procedures for Arbitrations of Suspensions of Over Thirty (30) Days
and Discharges , - : -

1. In the event that the Association intends to seek arbitration of any suspension
of over thirty (30) days or any discharge, the Association shall notify the Employer
in writing, within fiffeen (15) calendar days of the effective date of the suspension
or discharge, that it requests final and binding arbitration of the suspension or
discharge. The Association shall submit its written request for final and binding
arbitration to both the affected Department and the Department of Law.

2. Within five (5) working days of service of the arbitration request on the
Employer, a represeniative from the Association and a representative from the
Employer's Depariment of Law shall confer and select an arbitrator.

3. The terms of Step IVB and Step IVD of Section 7.2(a)(2) above shall also

[
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apply to arbitration of suspensions of over thirty (30) days and discharges, except
only that the arbitrator shall conduct a hearing within sixty (60) days of being
nofified by the parties of his/her selection, and the arbitrator shall submit his/her
decision within thirty (30) days following the close of hearing, unless the parties
mutually agree otherwise. If an arbilrator informs the parties that he/she is
unable to comply with said time frames, the parties will select another arbitrator,
“unless the parties mutually agree otherwise.

4. Itis cgréed that the time limitations set forth in Section 7.2(b}(1) are of the
essence, and that any request for arbitrator not in compliance therewith shall not
be considered arbitrable, unless said time limitations are extended by written

agreement of both parties to this Agreement.

Section 7.3 Association Representatives

The Association will advise the City in writing of the names of ifs officers and
grievance representatives.  These officers and grievance representatives will be
permitted a reasonable amount of fime without loss of pay during working hours
to investigate and process grievances where this does not substantially inferfere
with the efficient operation of the department, provided that such
representatives shall observe the Employer's reasonable visitation rule for
Association representatives. The representative shall ask his/her immediate
supervisor for permission to handle grievances on work time, it being understood
that the operation of the department takes precedence unless there is an
emergency, but such permission shall not be unreasonably denied..

Section 7.4 _ Prohibition Against Discrimination

The Employer agrees not to discriminate against any employee on the basis of
race, sex, creed, religion, color, sexual preference, marital (including parental)
status, age, national origin, or mental and/or physical handicap, or Union

activity.

ARTICLE VIl
EDUCATION, TRAINING, AND PROFESSIONAL DEVELOPMENT

Section 8.1 Tuition Reimbursement
Rules and procedures regarding fuition reimbursement shall be as described in

Exhibit G attached, which by reference is made part of this Agreement.

a. Nurses shall be entitled to tuition reimbursement subject to the resirictions
provided in the Tuition Reimbursement Policy identified as Exhibit H in this

agreement.



2, The Employer will, upon request, notify the Association in writing of the
names of nurses who have been granted tuition reimbursement, the
amount of the reimbursement, and the names of nurses whose
applications were denied. This request should specifically identify the
employee by name and by title code. No more than two (2] requests
shall be made per calendar year.

Section 8.2  Paid Released Time For Education

Subject fo the approval of the Commissioner or his designate, a registered nurse
enrolled in an educational program leading to the bachelor's, master's or
doctoral degree in nursing or a related field such as Public Health, Public Health
Administration or Management shall be allowed up fo two (2) hours per week
paid released time from work where such fime is necessary fo travel to and/or

attend classes.

Section 8.3 Continuing Education - Orientation

New staff members will be infroduced fo the philosophy, goals, policies,
procedures, role expectations, physical facilities, and special services in a
specific work setting. Orientation occurs at the time of employment, and
precedes changes in any of the above during employment in a specific work

setling.

Section 8.4  Continuing Education Within Staif Development

a. An organized planned program, under the direction of the Commissioner or
his/her designee, in which learning experiences are designed to build upon the
previously acquired knowledge and skills of the learner.  Independent endeavor
is encouraged on the part of the learner. Only activities in the continuing
education component qualify for the continuing education contact hour.

b. In the event that the Employer seeks volunteers to attend an educational
conference which is hosted by an outside agency, employees will be selected to
attend on a first-come, first-serve basis, subject to operational need.

Section 8.5 Continuing Education Outside the Department

a. Part time nurses will be scheduled for required in-service programming on
Department time. Protocol for part time nurses to acquire C.EU.s for
approved programs will be based on the general premises of that

affecting full-time staff.




b. Full time nurses shall receive up to 35 hours per year of paid time for
confinuing education workshops, seminars, etc., as approved by the

Department head.

& Continuing education for Registered Nurses is nof mandatory.

d. Beginning in calendar year 2008, Nurse Practitioners will be eligible to
receive reimbursement, in an amount up to $500 per calendar year, for
registration fees paid for continuing education programs, as approved by
the Depariment head or his/her designee. Requests for reimbursement
shall be submitted to the Department's designee.

Section 8.6

Protocol

The following protocol must be addressed when submitting requests for in-service
or continuing education:

o Staff submit written request through supervisor to the Department Head's
designee. The City will make required forms available to employees.

T

Use specific Form N.S. 25: Request for continuing education
programs, workshops, meetings, etc. Submit two (2} copies to your

supervisor.

State personal objectives for attending program, indicating
expected outcomes in relation to Department programs and staff's
responsibilities (how will the staff person implement this info her
functions, how does he/she expect to change by virtue of attending

this program, etc.).

- Attach a copy of requested program ({unless known fo the

Department Head's designee).

state how the content and reaction to workshop will be shared with
other staff by the person requesting fo attend.

b. Staff's Supervisor reviews request.

3

Approves or disapproves, stating reason in writing. No reasonable
request shall be denied.

Submits one (1) copy of N.S. 95 to the Department Head's designee
as completed above, indicating supervisor's approval. Within
fourteen (14) calendar days of receiving the employee's request,
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the Supervisor will inform the employee if the request has been
disapproved by the Supervisor or submitted to the Department
Head's designee for consideration.

o The Department Head's designee reviews submitted requests and makes
selection for attendance based on following “criteria.”

1. Agency's ability fo meet staffing for programs needs.

2. .Staffing needs of the agency.

3. Correlation of objectives of workshop with staff's personal objectives as
written. ’

4. Seniority of staff (after above criteria have been met) when number
requesting fo go exceeds number agency limits to go.

d.  The Department Head's designee will notify the supervisor who will telt staff
of the decision and return to the staff person their copy of the N.S. 95.

e. Affer the meeting, staff completes #4 {on N.S. 95), a brief critique of the
meeting or states that they did not attend meefing and why.

i staff submits the completed N.S. 95 to the Department Head's designee for
inclusion in employee record folder and for validation of future in-service

requests.

Section 8.7 Performance Evaluations
As part of the evaluation process, the nurse's supervisor shall discuss the

evaluation with the employee and give him/her the reasons for such evaluation
and an opportunity to clarify or rebut his/her evaluation. During the discussion
each nurse shall receive a legible copy of the performance appraisal, signed by
the supervisor and the nurse. The nurse's signature will indicate only that he/she

has seen the evaluation.

The evaluation form shall state that it is the nurse’s right to place a rebutial in

his/her file if the nurse so chooses.
Both the evaluation and the rebuttal shall be retained in the nurse's personnel file.

Section 8.8 Preceptors
The Employer and the Association mutually recognize the value of preceptorship
in the training of new bargaining unit employees. Where the City assigns a nurse

~
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lo precept a new employee, the appropriate City supervisor will discuss the terms
of the preceptorship with the preceptor and the new employee, and the
Department will utilize its current validation checklist, or some other similar
informal written document. The preceptorship will be taken into consideration in
any evaluation of the precepting nurse’s performance with respect to-his/her

caseload.

Section 8.9 Training \
The Employer and Association are committed to the principle of training for

employees in order to improve efficiency and effectiveness. The Employer has
the right to require employees fo attend training without the loss of pay, and the
Employer may request proof of attendance. The Employer may change an
employee’s start time fo coincide with the hours of the training.

ARTICLE IX
- ASSOCIATION REPRESENTATION

Section 9.1 Dues Deduction
Upon receipt of a written authorization in a form agreed upon by the Employer

and the Association, the Employer shall deduct from the wages of the nurses
concerned the dues uniformly required and shall forward the full amount to the
Association by the tenth (10th) day of the month following the month in which
the deductions are made. Authorization.for such deduction shall be irrevocable
unless revoked by written notice to the Employer and the Association during the
fifteen (15) day period prior fo the expiration of this Agreement. The Employer
will not similarly deduct the dues of any other organization as to nurses covered

by this Agreement.

Section 9.2 . Indemnity
The Association shall indemnify and hold the Employer harmless against any and

all claims, demands, suits, or other forms of liability, including damages, attorney's
fees (as outlined in the side letter) and court and other costs that shall arise out of
any action taken or not taken by the Employer for the purpose of complying with
this Article, or in reliance on any list, notice, certification or assignment furnished

under any of such provisions.

Section 9.3 Confract Negotiations
The Employer agrees to meet with Associatfion representatives, including Local

Unit representatives, but not more than five (5) who are employees covered by
this Agreement, at reasonable times to negofiate o subsequent collective

~
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bargaining agreement. Two alternate representatives who are employees
covered by this agreement can attend meetings to negotiate a subsequent
collective bargaining agreement in place of the Associafion’s representatives.
The names of designated representatives, which includes the two alternate
representatives, shall be cerfified to the Employer in writing by the Association.
Said designated representatives atiending the meeting shall participate without
loss of pay. During the course of contract negotiations with the City, said
designated representatives may also be allowed a reasonable amount of time
without loss of pay during working hours for the purpose of meeting, and/or
traveling to meetings, to discuss issues relevant to their representation of the
Association in said negotiations, provided that no one designated representative
will be granted more than a fotal of four (4) hours of paid time under this Section
in any calendar year, and provided further that the total paid time used by all
designated representatives under this Section does not exceed twenty-eight (28)
hours in any calendar year. Designated representatives will obtain the
‘permission of their respective supervisors before using paid fime under this
Section, it being understood that the operational needs of the department take

precedence.

Section 9.4 _Attendance at State and National Conferences

Subject to staffing needs, a reasonable number of elected delegates will be
permitted to attend state and national conferences/meetings of the
INA/American Nurses Association and United American Nurses. The City will
continue its practice of reimbursing such attendees for wages lost while enroute
to and from, and attending, the conference/meeting. Ifis expected that fravel
shall be by the most expeditious method available.

Section 9.5 INA Orientation

The Employer agrees to grant the Association a reasonable opportunity during
the orientation of new nurses to present the benefits of membership in the
Association. - The Association may have up to one (1) hour prior to, or following,
the Employer's normal orientation period.

ARTICLE X
NO STRIKE OR LOCKOUT

Section 10.1 __ No Strike
During the term of this Agreement neither the Association, is officers, or members

shall instigate, call, encourage, sanction, recognize, condone, or participate in
any strike (including, but not limited to sympathy strikes and strikes to profest




Union or third party conduct), slowdown, stoppage of work, boycott, picketing,
or willful interference with rendering of services by the Employer.

Section 10.2  Association Responsibility

The Association agrees that it will use ifs best efforts to prevent any acts forbidden
in this Article and that in the event any such acfts take place or are engaged in
by any nurse or group of nurses, the Association further agrees it will use its best
efforts to cause an immediate cessation thereof. If the Association immediately
takes steps in good faith to end any strike, slowdown, stoppage, boycoti,
picketing or interference, the Employer agrees that it will not bring action against
the Association to establish responsibility for such wildcat or unauthorized

conguet.

Section 10.3  Discipline For Breach.
The Employer in its sole discretion may terminate the employment or otherwise

discipline any nurse or nurses who engage in any act forbidden in this Article.

Section 10.4  No Lockout
The Employer agrees not to lock out the nurses during the term of this Agreement.

ARTICLE XI
MISCELLANEOQOUS

Section 11.1 __ Personnel Files

The Employer's personnel files and disciplinary history files, except for confidential
documents, relating to any nurse shall be open and available for inspection by
the affected nurse during regular business hours. Any material and/or matter
not available for inspection shall not be used in any forum adverse fo the nurse's
interest. Records of disciplinary action which are over two years after the date
of the incident or the date upon which the violation was discovered, whichever is
longer, shall not be used against the nurse unless the matter is the subject of
either civil or criminal court litigation prior to the expiration of the two-year period.

Section 11.2  Bulletin Boards

The Employer or her/his designee in the department shall, upon the request of a
nurse of that department or agency, and subject to the availability of space,
designate space on a bulletin board for the nurse to post materials which do not
relate to official City business. The nurse shall not use such space for posting
abusive, inflammatory or partisan political material.  All materials which are
posted by the nurse must be signed and dated by such nurse prior to posting,
and bear the approval of the Department Head or his designee.

~
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Section 11.3 _Waiver
The parties acknowledge that, during the negotiations which resulted in this

Agreement, each had the unlimited right and opportunity to make demands
and proposals with respect to any subject or matter not removed by law from the
area of collective bargaining, and that the understandings and agreements
arrived at by the parties, after the exercise of that right and opportunity, are set
forth in this Agreement. The parties expressly waive and relinquish the right, and
each agrees that the other shall not be obligated during the term of this -
Agreement, to bargain collectively with respect o any subject matter
concerning wages, hours or conditions of employment referred fo or covered in
this Agreement, or discarded during the negotiations, even though such subjects
or matters may not have been within the knowledge or contemplation of either
or both of the parties at the time they negotiated this Agreement.

Section 11.4 Complete Agreement
This Agreement represents the sole and complete Agreement between the

parties, and supersedes all prior agreements.

Section 11.5  Modifications
After this Agreement has been executed, no provision may be altered or

modified during the term of the Agreement except by mutual consent in writing
between the Employer and the Association, and only at a conference called for
such purpose by the parties and ratified by their respective organizations. Al
such alterations or modifications shall be executed with the same formality as this

Agreement.

Section 11.6 _ Nursing Practice Council
A Nursing Practice Council shall be established to meet and discuss issues that

affect the practice of nursing and the delivery of care to the public. Grievances
and changes to this Agreement shall not be discussed. The committee shall
report their findings and recommendations to the Commissioner of the
Department of Public Health. The committee’s role is advisory. The Council
shall have an equal number of INA representatives and management
representatives from the Depariment of Health, not to exceed four (4)
representatives from each party. The Council shall meet quarterly, unless parties
mutually agree to other arrangements. Nurses attending the meetings shall be
paid their regular straight time rate. INA shall select the four (4) INA
representatives and will be responsible for nofifying management of their
selection. Absent the express agreement of the Employer, no more than one (1)
INA representative from any one program, work site or cluster will be granted
paid time off from work to attend any Nursing Council meeting. Prior to the
Council meeting, the INA will submit an agenda for items to be discussed which
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will assist in determining which INA and management representatives are
needed for the Council meeting.

The first meeting of the Council shall take place within ninety (90) days of the
ratification of the Agreement unless the parties mutually agree otherwise.

Section 11.7 _Health and Safety
A Health and Safety Committee shall be established composed of five (5)

representatives of INA and five (5) representatives of management. The
committee shall meet on a monthly basis to identify, inspect and correct unsafe
or unhealthy working conditions which may exist. The committee shall make
recommendations to the appropriate Depariment ‘Commissioner who shall
respond to these recommendations within thirty (30) days of receipt of the

recommendation.

The Employer shall continue its efforts to provide for a safe working environment
for its employees as is legally required by federal and state laws.

Section 11.8 _Protocol Committee
Af least one staff level representative will serve on each profocol committee.

The INA will encourage staff to volunteer.

Section 11.9  Automobile Reimbursement

Employees who are required by the Employer fo use their own automobiles in the
performance of their job shall receive mileage reimbursement at the then
effective rate recodnized by the Internal Revenue Service, with a maximum of
$200 per month. On the effective date of this Agreement, the maximum
reimbursement will increase to $350 per month. Effective February 1, 2008, the
maximum reimbursement will increase to $450 per month. Effective February 1,
2009, the maximum reimbursement will increase fo $550 per month. Thereatfter,
the maximum reimbursement will increase effective each February 1 by the
percentage increase in the Transportation Expenditure Category of the
Consumer Price Index for All- Urban Consumers (CPI-U): U.S. City Average for the
previous year, as rounded to the nearest $5 increment. Employees seeking
mileage reimbursement must submit that request on a form provided by the
Employer. Payment for mileage expenses will be made on a monthly basis. In
the event that during the life of this Agreement the Employer shall implement for
‘any group of employees an automobile expense reimbursement program which
is more favorable to employees than the provisions of this paragraph, upon
notice from the INA, the Employer will meet and discuss with representatives of
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the INA the possible application of said new program to employees covered by
this Agreement.

Section 11.10  Delegation
Nurses shall not be required or directed to delegate nursing acfivities to other

personnel inconsistent with recognized standards of professional practice and/or
the Illinois Nursing Act and the Rules for ils Administration.

Section 11.11 Reasonable Accommodation

Whenever an employee (or the Association at the request of an employee)
requests an accommodation under the Americans with Disabilities Act {"ADA"),
or such an accommodation is otherwise contemplated by the Employer, the
Employer, the employee and/or the Association will meet to discuss the matter.

If the Employer, the employee and the Association reach agreement, such
agreement shall be binding on the Employer, the Association, and all employees:.

In the event a grievance is filed over any action or inaction by the Employer, and
the Employer claims that such action or inaction was based on the Employer's
obligations under the ADA, the arbitrator shall take the Employer's obligations
under the ADA, the Association's obligations under the ADA, as well as the
provisions of Section 7.4 (non-discrimination) of this Agreement when rendering

his or her decision.

Neither party shall unreasonably withhold its consent to the reasonable
accommodation of a nurse.

It is the intent of the parties that reasonable accommodations adopted by the
Employer conform to the requirement of the contract fo the extent practicable.

In the event of a conflict between this Agreement, any agreement or setflement
hereunder or arbitration award and any decision of any agency or court of
competent jurisdiction finding a violation of the ADA, such decision shall take
precedence over'the Agreement, and agreement or setflement hereunder or

arbitration award.

Information obtained regarding the medical condition or history of an employee
shall be freated in a confidential manner.
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Section 11.12 _Labor-Management Meetings
For the purpose of maintaining communications beftween labor and
management in order to cooperdatively discuss and solve problems of mutual
concern, labor-management meetings between the INA and designated
representatives of the Department of Health will normally be held on a quarterly
basis. INA and representatives from other City Departments where INA
represented nurses are employed may also hold labor management meetings
on a mutudlly-agreeable basis. Representatives of other inferestdd  City
Departments may attend said meelings atf their discrefion. Fewer or more
frequent meetings may be held by mutual agreement of the parties. Meetings
shall be scheduled at a time, place and date mutually agreed upon with due

regard for the efficient operation of the Employer’s business.

The parties may discuss any subject of mutual concern, except for grievances
and changes in this Agreement. Each party shall prepare and submit an
agenda to the other one (1} week prior to the scheduled meeting. These
meetings shall be attended by a reasonable number of representatives of each
party, which number shall be mutually agreed fo by the INA and the Employer.
Any INA representative who is a City employee shall ask his/her immediate
supervisor for permission to attend a labor-management meeting on work fime, it
being understood that the operations of the Department take precedence, but
such permission shall not be unreasonably denied.

Section 11.13 Extension of Benefits

Any improvements in holidays, vacations, sick leave for salaried employees,
automobile reimbursement, group headlth, vision care, dentdl, life and accident
benefits, bereavement leave and jury duty leave granted to the majority of other
employees of the Employer during the ferm of this Agreement shall also be
granted to employees covered under this Agreement.

ARTICLE XIi
SEPARABILITY

Section 12.1 _ Separability
Should any provision of this Agreement be rendered or declared invalid by

reason of any existing or subsequently enacted legisiation, or by decree of a
court of competent jurisdiction, only that portion of the Agreement shall become
null and void, and the remainder shall remain in full force and effect in

accordance with its ferms.

~ v
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ARTICLE Xl
DRUG AND ALCOHOL PROGRAM

Section 13.1 __ Policy Statement

The City of Chicago's essential mission is to provide services to its citizens in a safe
and economic manner. The parties to this Agreement recognize that drug and
alcohol abuse in the workplace has a deleterious effect on the health and safety
of employees, as well as their morale and productivity, all of which creates an
undue burden on the persons which the City and the employees covered by this
Agreement serve.

The Employer and the Association maintain a strong commitment to protect
people and property, and to provide a safe working environment. To this end,
the Employer has also established its confidential Employee Assistance Program
for employees with personal problems, including alcohol and substance abuse,
and the parties to this Agreement urge employees who have such problems fo
utilize the Program's services.

To maintain a workplace, which provides a safe and healthy work environment
for all employees, the following drug and alcohol program is also established.

Section 13.2  Definitions
{a) Alcohot:  Ethyl alcohol

(b) Prohibited ltems & Substances:
allilegal drugs and controlled substances, alcoholic beverages, and

drug paraphernalia in the possession of, or being used by, an
_employee on the job or the premises of the Employer.

(c) Employer Premises:
all property, facilities, land, buildings, structures, automobiles, trucks -

and other vehicles owned, leased or used by the Employer as job sites
or work locations and over which the Employer has authorily as
employer.

(d) Employee: all persons covered by this Agreement.

(e) Accident:
an event resulting in injury to a person requiring medical attention or

causing significant damage to property to which an employee
contributed as a direct or indirect cause.

(f) Reasonable Cause:
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erratic or unusual behavior by an employee, including but not limited

to noticeable imbalance, incoherence and disorientation, which
would lead a person of ordinary sensibiliies 1o conclude that the
employee is under the influence of drugs and/or alcohol.

(g) Under the Influence:
any mental, emotional, sensory or physical impairment due to the use

of drugs or alcohol.

(h) Test:
the taking and analysis of any body component sample, whether by
blood, breath, urine, or in any other scientifically reliable manner, for
the purpose of identifying, measuring or quantifying the presence or
absence of drugs, alcohol or any metabolite thereof.

Section 13.3  Disciplinary Action

{a)

(b)

All employees are expected to report to work in a physical condition that
will enable them to perform their jobs in a safe manner. Further,
employees shall not use, possess, dispense or receive prohibited items or
substances or at the Employer's premises, nor shall they report to work
under the influence of drugs and/or alcohol.

When, based upon the direct observation of two supervisors, the
Employer has reasonable cause to believe that an employee on duty is
under the influence of a prohibited substance, the Employer shaill have
the right to subject that employee to a drug and alcohol test. Af the
Employer's discretion, the employee may be placed on administrative
leave with pay unfil test results are available. All documentation
concerming the decision to perform a drug or alcohol test and the test
results themselves shall be kept confidential pursuant fo the terms of
Section 4(j) herein. If the test results prove negative, the employee shall
be reinstated. In all other cases, the Employer will terminate all

employees who:
(i) test positive for drug and/or alcohol use;

(iiy refuse to cooberoie with testing procedures;
(i) are found to be under the influence of drugs or alcohol while on duty

and on the Employer's premises;

(iv] are found in possession of ulCohol, drugs or drug parapherndlia, or are
found selling or distributing drugs or drug paraphernalia, on the
Employer's premises.



(c)

All adverse employment action taken against an employee under this
program shall be subject to the grievance and arbitration procedures of

this Agreement.

Section 13.4 Drug and Alcchol Testing

(@)

(b)

(c)

(d)

The Employer may require drug and/or alcohol testing under the following
conditions:

(i) a test may be administered in the event that two supervisors have
reasonable cause to believe that an employee has reporied to
work under the influence of or is at work under the influence of,

drugs or alcohol;

(ii) a test may be required if an employee is involved in a workplace
accident or fighling,

(iii) a test may be required as part of a follow-up to counseling or
rehabilitation for substance abuse for up fo a one year period
following the end of an in-patient rehabilitation program or one
year and 30 days after the initial counseling session;

(iv) as may be required by agreement or grant program.

Employees fo be tested will be required to sign a consent form and chain
of custody form, assuring proper documentation and accuracy. If an
employee refuses to sign a consent form authorizing the test, he or she will

be subject to termination.

Drug and alcohol testing will be conducted by an independent laboratory
accredited by the relevant agency of the United States Department. of
Health and Human Service (‘DHHS"), and may consist of either blood or
urine fests, or both. The Employer reserves the right to utilize a
breathalyzer to test for the presence of alcohol, in lieu of other clinical

testing.

Laboratory testing procedures will conform to the procedures specified in
the DHHS guidelines for federal workplace drug festing programs, dated
June 9, 1994 and as may be amended hereafter by DHHS.

inifial and confirmatory test results which meet or exceed the cutoff levels
for drugs set forth in the DHHS guidelines (and as they may be amended)



{9)
(h)

(i)

(1)

shall be regarded as "positive,” and shall presumptively establish that the
tested employee was under the influence of drugs.

Initial and confirmatory {or breathalyzer) test results which meet or exceed
the level of blood alcohol established in the lllinois Motor Vehicle Act as
legal intoxication shall presumptively establish that the tested employee
was under the influence of alcohol.

The cost of initial and confirmatory testing will be borne by the Employer.

Drug and alcohol test results shall be reported to the Commissioner of
Personnel or his designee in the manner to be prescribed by the
Commissioner. The applicant or incumbent shall be notified of the test
results in writing.  The Commissioner will inform the applicable department
head of any employee who tests positive for alcohol or drugs, who in turn
will initiate disciplinary proceedings under Section 13.3 above.

All urine or blood samples shall be taken in sufficient quantity as to allow for
refesting. Any portion not used in the fest will be preserved by
scientifically reliable means for one (1) year following the tfest. Any
employee whose test result is positive may elect, at his or her expense, to
be retested by the same or other laboratory satisfactory to the
Commissioner of Personnel, provided that the Employer's testing laboratory
shall arrange for transmitting said sample fo the second laboratory. Positive
results of said retesting shall be conclusive as o the presence of alcohol or
drugs. The failure to take a sufficient sample, or fo preserve such sample,
to allow for retesting, shall not affect the removal from eligibility of an
applicant or personnel action, including discharge, of any employee.

No laboratory report or test results shall appear in the incumbents
personnel file unless they are part of a personnel action under this
program, but shall be placed in a special locked file maintained by the
Commissioner of Personnel, except as such disclosure may be required by
this policy, law or ordinance. Such information shall be regarded as
confidential and shall be used by the Employer in accordance with the

provisions of this Article.

Section 13.5 Employee Assistance Program

(a) The parties o this Agreement recognize that impairment due o drug and
alcohol abuse can be an ilness which should be freated. Accordingly,
employees are encouraged to seek help for a drug or alcohol problem before it
deteriorates into a disciplinary matter and may participate if they wish in the



voluntary Employee Assistance Program. The Employer also will make nurses
covered by this Agreement aware of the Peer Assistance Network for Nurses of

the lllinois Nurses Association.

ARTICLE XIV
SUBCONTRACTING

Section 14.1  Subcontracting.

The Employer will have employees perform bargaining unit work where
practicable; however, the Employer reserves the right to contract out work for

reasons of efficiency or economy.

(a)

(b)

(c)

(d)

(e)

Prior to subcontracting bargaining unit work, the Employer shall provide
the Association notfice of any intent io confract out five (5) calendar
days prior to giving Public notice to prospective bidders. A copy of the
Public Notice shall also be made available to the Association on the

City of Chicago website.

The notice shall be in writing and shall contain a description of the work
to be performed, any contemplated impact on bargaining unit
employees, and any other relevant data to enable the Association to
discuss with the Employer alternatives to such action.

Upon réques’r, the Employer will meet with the Association within 3 days
of such a request.

If the Employer determines to accept a bid and enter into a confract
with an outside contractor, the Employer shall give nofice of such
contemplated action to the Association at least forty five (45) days prior
to entering a contract, or as soon as practicable. This nofice shall be in
writing and contain the name and address of the party who will
perform the work, the contractor's proposal, and any modifications fo
the previously-provided information that is outlined in paragraph {b)

above.

The Association may present an alternative proposal to the proposed
subcontracting out of bargaining unit work at any time during this
process, but not later than thirty (30) calendar days from the date of
receiving the notice as set forth in paragraph (d) above. Upon receipt
of any alternative proposal from the Association, the Employer shall
respond within seven (7) days.

* g v



(f) If bargaining unit employees would be displaced by the proposed
subcontracting, the Employer shall make available, on a seniority basis,
equal-rated permanent jobs the Employer has declared to be vacant
in the Department, or other Departments, in that order, provided the
displaced employees have the then present ability to perform the
required work without further fraining.  However, the employee shall be
provided with a reasonable amount of orientation fo allow her or him to
perform the work. Prior o confracting out of bargaining unit work, the
Employer, the Association, and the proposed contractor shall meet to
discuss the employment of employees subject to layoff. The Employer
will request that the contractor hire laid off employees.

ARTICLE XV
DURATION

Section 15.1 _ Duration

This agreement shall be effective from the date upon which it is ratified by
the City Council of the City of Chicago, and shall remain in effect through
11:59 p.m. on June 30, 2022. This Agreement will continue thereafter from
year to year unless nofice of termination or of a desire to modity this
Agreement is given by either party sixty (60) days prior to June 30, 2022, or
sixty (60) days prior to any anniversary date thereafter. If such a notfice is
given, the parties shall meet promptly o negoftiate a new Agreement.

Section 15.2 Health Plan Reopener

Health Plan Reopener. Each party reserves the right to reopen this
agreement in order to further negoftiate the Health Plan set forth in Sections

4.8 4.9 and 4.10 for the following reasons:

1. Any change(s) in the applicable law(s), including but not limited to a
universal, national or state health care program mandating significant
changes in health insurance benefits that becomes law and is
effective during the term of this Agreement;

2 The lack of achievement of health care cost containment as
anticipated by the parties pursuant to the establishment and
administration of the Labor-Management Cooperation Committee
on health care (“LMCC"), as defined below:

v
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(a) The parties charge the LMCC with the responsibility of
approving Plan changes that will result in significant cost
contdinment or savings, as measured by a projected
increase of costs for any individual plan of no more than
8% in Fiscal Year 2009 and each fiscal year thereafier
when compared o health care costs in Fiscal Year 2008
and each previous fiscal year thereafter, respectively.

(b) Should the Plan changes approved by the LMCC fail to result
in such cost containment or savings as stated in subsection (a)
above, the LMCC shall make such adjustments to the Plan as
are necessary, including but not limited to adjustments in
deductibles, co-pays and co-insurance, to prevent the cost
increase from exceeding 8% as measured in subsection (a)
above.

(c) Should the Plan changes approved by the LMCC fail o
achieve cost containment or savings as stated in subsections
(a) and (b) above by the end of following fiscal year, either
party may elect to reopen negotiations as set forth herein on
the following specific fopics:

° Health Plan set forth in Sections 4.8, 4.9 and
4.10;

° Structure of the LMCC;
° Composition of the LMCC;

° Funding of the LMCC;

It any one of the foregoing events or conditions occurs, either party to this
Agreement has thirty (30} days to nofify the other party of its intent to
reopen this Agreement in order to negotiate the Health Plan set forth in
Sections 4.8, 4.9 and 4.10. Should either party elect fo reopen
negotiations pursuant to this provision, it shall submit written nofice to the
other party. Thereafter, the parties have ninety (90) days within which to
reach agreement on the Article. If the parties fail to reach agreement at
the conclusion of that ninety (90) day period, each party reserves the right
to reopen the entire Agreement.



N WITNESS WHEREQF, the partias herelo set their hands and saals at Chicage,

flineis.

5 NURSES ASSOCIATION

CIY OF CHICAGO
3

J—. i"’// /.

By, A4l ..f'?"? bt Tt ey

Dote: "2!‘ LS'—TE “"t
BYT..A(f 5?/ ‘4&7({

Date: & - 3- 2019




APPENDIX A
LIFE INSURANCE

. Optional Group Term Life Insurance

Effective upon ratification of this Agreement, or upon
implementation of the plan, whichever i8¢ Llatsl, 'full=%ihe o
full-time equivalent Registered Nurses shall have the option to
purchase additional Group Term Life Insurance under a new plan (Plan
C). Present employees may opt for new Plan C or stay with old Plan
B. New employees will have the new Plan C option only.

Plan B - Optional Group Term Life Insurance - Fixed Rate

Full-time or full-time eqguivalent Registered Nurses shall
continue to have the option of purchasing additional insurance in
$1,000 units up to an amount equal to the employee's annual earnings
rounded up to the next multiple of $1,000. The monthly premium each
employee pays will depend upon the amount of coverage selected.
Premiums will be deducted from each paycheck.

Plan C - Optional Group Term Life Insurance - Graduated Rate

Full-time or full-time equivalent Registered Nurses shall have
the option to purchase additional insurance in the amount of one,
two, or three times the Nurse's salary. The monthly premium each
employee pays will depend upon the amount of coverage selected and
age. Premiums will be deducted from each paycheck.

25 Universal Life Insurance Program

Effective upon ratification of this Agreement, or upon
implementation of the plan, whichever is later, full-time or full
time equivalent Registered Nurses shall have the additional option
of purchasing Universal Life Insurance for themselves, their spouses
and any dependent children. The monthly premium each employee pays
will depend upon the amount of coverage selected and age. Premiums
may be deducted from each paycheck. -

~



APPENDIX B
MEDICAL CARE BENEFITS

The following changes in the current City Health Care Plan (the “Plan”) shall become effective
on January 1, 2006, unless otherwise provided in this Appendix B. Unless changed by this
proposal, all other aspects of the Plan shall remain in effect.

1. Plan Alternatives. , _
The Plan shall consist of three separate alternative coverages - a PPO plan (“PPO"); a PPO

Plan with a Health Reimbursement Account (“PPO/HRA"); and two HMO plans (‘HMO”).

2. Plan Design.

(a) Network Plans:
(i) The deductibles, co-insurance and out-of-pocket maximums for the PPO Plan

and the PPO/HRA Plan are set forth in Exhibit 1 hereto. For the PPO and PPO/HRA
Plans, all covered services are subject to the annual deductible unless otherwise
indicated. HMO benefits in Exhibit 1 are not subject to co-pays unless the co-pay is

specified.

If the Employer decides that the PPO/HRA alternative lacks sufficient employee
enrollment or is cost prohibitive, it may discontinue that alternative provided the
Employer provides reasonable prior notice to the Union and an opportunity for those
enrolled in the PPO/HRA to enroll in another plan. For this purpose, “reasonable
notice” shall be defined as notification in writing of the employer’s intent to
discontinue the plan at least ninety (90) days prior to the proposed discontinuation
where circumstances are within the city’s control. In all other cases, the City will
provide the maximum notice as is practicable under the circumstances. In addition,
in the event that a new health care plan becomes available to the City during a Plan
year, the Employer shall have the right to include that new plan in the Plan
alternatives upon reasonable notice to and discussion with the Union.

(ii) The PPO/HRA Plan shall have an HRA account for each employee (to be .

administered by the relevant claim administrator or other third party administrator
which the Employer shall determine, with prior notice to the Union), which account shall
be credited with $500.00 per individual, and $1,000.00 per family per Plan year. Such
amounts must be used for “qualified medical expenses” (as defined by the Employer), and
can be carried over into the next Plan year if not used in the preceding Plan year.

(iii) The PPO and PPO/HRA Plan will provide a “wellness” feature for members with a
maximum annual benefit of $600.00 per individual, which is not subject to the Plan

deductible or co-insurance.



(iv) Add an emergency room deductible of $100.00 to the PPO and PPO/HRA Plan which
amount shall be waived in the event the individual is admitted to the hospital. The
Employer will interpret this provision consistently between its various bargaining units.

(v) Add a disease management feature for active employees. The Employer will
consider any input from the Union through the Labor Management Health Care Committee

concerning the structure and implementation of this feature.

(vi) Expand the Employer’s 125 Plan effective January 1, 2006, to provide for a voluntary
“flexible spending account” feature to allow for the contribution by participants of up to

$5,000 per Plan year to fund certain medical expenses (such as dental, vision, deductibles,
co-payments, drug co-payments, and over-the-counter drugs) on a pre-tax basis, subject to

the normal IRS rules regarding such plans.

(vii) All newly hired employees shall be required to participate in the PPO Plan for the first
18 months of their employment. These employees shall be eligible to participate in the
first enrollment period following the 18 month anniversary of their dates of hire.

(b) HMO Plan:
(i) The HMO Plan shall have the minimum features set forth in Exhibit 1 hereto.

3. Health Care Contributions

(@) The schedule for employee contributions to the Plan, as set forth in the 1999-2003
collective bargaining agreement(s), shall remain in effect until June 30, 2006.

(b) A new employee contribution schedule, which shall become effective July 1, 2006,
is set forth in Exhibit 2 hereto. '

4. Prescription Drug Coverage

(a) Retail Drug Plan:
For the PPO Plan, PPO/HRA Plan, and HMO Plan, the following co-pays shall

apply -
(i) generic tier 1 - effective through life of the Agreement -~ $10.00.
(ii) brand formulary tier 2 (brand with no generic substitute) -
effective July 1, 2006, $30.00.
(iii) brand with generic substitute ~ $10 00'generic co-pay plus the difference in cost

between brand and generic drug.
(iv) brand non-formulary tier 3 - effective July 1, 2006, $45.00.

(b) Mail Order Plan:
The PPO Plan, the PPO/HRA Plan, and HMO Plan shall have a mail order feature.

The co-pays for the mail order plan for a 90 day supply are as follows --
(i) generic tier 1 - effective through life of the Agreement - $20.00.




(ii) brand formulary tier 2 (brand with no generic substitute) ~
effective July 1, 2006, $60.00.
(iii) brand with generic substitute - $20.00 generic co-payment plus difference in
cost between brand and generic drug,
(iv) brand non-formulary tier 3 - not available in mail order.

5. Dental and Vision Plans

(a) Preventative Dental Plan:
The Employer shall maintain the current PPO and HMO dental plans with changes to

co-pays and deductibles according to the schedule attached as Exhibit 3 hereto.

(b) Vision Care Plan:
The current vision plan will be deleted. Vision benefits are to be included in the

PPO and PPO/HRA Plans, and under the HMO's pursuant to the coverages available
in those plans.

The Employer reserves the right to add to, change, modify or withdraw this proposal until
final ratification of the entire agreement is concluded.



EXHIBIT 1

BENEFIT

PPO PPO w/HRA HMO
HRA (sin- N/A $500/$1000 N/A
gle/family)
Co-Insurance 90%/60% 90%/60% N/A
(in/out of net-
- work)

L In-Network

I LR e

$300/person (eff.

"~ $1,000 person N/A
Deductible 1/1/06) -$2,000 family
$350/person (eff.
1/1/07)
max of 3 per family
Out-of-Network $1500/person (eff. - $3500 per person Status Quo
Deductible 1/1/06) max of 3 per family
$3000/family
In-Network OPX $1500 per person $3000 per person N/A
$3000 per family max of three per
(includes deductible) family
li (deductible not
included)
Out-of-Network $3500 per person $11,500 per person Status Quo
OPX $7000 per family $34,000 per family
ER Co-Payment $100, waived if $100, waived if $100, waived if
admitted; not ap- “admitted; not ap- admitted
plied toward plied toward (eff. 1/1/06)
deductible or OPX deductible or OPX
(eff. 1/1/06) (eff. 1/1/06)
Office Visits - 90%/60% 90%/60% $15.00 Co-Pay

(eff. 1/1/06)

$20.00 Co-Pay
(eff. 1/1/07)




- HEALTH
INSURANCE

(SECTION 25.2)

Highlights of Health Insurance Plan, Continued

\ BENEFIT : P_PQ “PPO w/HRA “HMO
Pediatric Pleése Refer to Please Réfer to Covered
Immunization Wellness Benefit Wellness Benefit
Pap Please Refer to' Please Refer to $15.00 Co-Pay
Smear/Routine Wellness Benefit Wellness Benefit (eff. 1/1/06)
Giynscalogy $20.00 Co-Pay
(eff. 1/1/07)
$15.00 Co-Pay
Mammograms Please Refer to Please Refer to (eff. 1/1/06)
Wellness Benefit Wellness Benefit §20.00 Co-Pay
(eff. 1/1/07)
_ $15.00 Co-Pay
Outpatient 90%/60% 90%/60% (eff. 1/1/06)
Surgery §20.00 Co-Pay
(eff. 1/1/07)
$15.00 Co-Pay
In-Patient Hospital 90%/60% 90%/60% (eff. 1/1/06)
SLIe $20.00 Co-Pay
(eff. 1/1/07)
Outpatient 90%/60% 90%/60% Covered
Laboratory
Outpatient 90%/60% 90%/60% Covered
Radiology
Physical, Speech 90%/60% 90%/60% 60 Combined
& Occupational Restoration Only Restoration Only Visits per Calendar
Therapy , Y.edr,
Restoration only
90%/60% 90%/60%
Cardiac Cardiac
Cardiac Rehabilitation Rehabilitation
Rehabilitation Services Services Covered
Only in Programs Only in Programs
Approved by Claim Approved by Claim
Administrator Administrator

(12 weeks or 36

(12 weeks or 36




INSURANCE .

(SECTION 25.2)

Highlights of Health Insurance Plan, Continued

BENEF |'.|' ?-. s : ]”j:Q PI’O W/HRA - - HMO
— il —Z(;SE;SITchaI') sessions/y‘ear)
Pulmonary 90%/60% 90%/60% Covered
Rehabilitation
Respiratory Therapy 90%/60% 90%/60% Covered
90%/60% 90%/60%
Restorative Services Chiropractic Care Chiropractic Care Covered, Re-
& Chiropractic Care | Only Only quires Referral
20 Per Year, Max 3 20 Per Year, Max 3 from Primary
Modalities Per Visit | Modalities Per Visit Care Physician
Chemotherapy,
Radiation and 90%/60% 90%/60% Covered
Dialysis
Qutpatient Private Covered, Requires
Duty Nursing 90%/60% 90%/60% HMO Approval
Skilled Nursing Covered, Up to
Care 90%/60% 90%/60% 120 Days per
Calendar Year
Hospice and 90%/60% 90%/60% Covered
Home Healthcare
DME & Prosthetics 90%/60% 90%/60% Covered
Outpatient Diabetic 90%/60% 90%/60%
Education Two Visits Per Two Visits Per Covered
Lifetime Lifetime
Routine Foot Not Covered Not Covered Not Covered
Care
Fertility Treatment : Available Ac-
90%/60% 90%/60% cording to HMO
Guidelines
Co-Pays for Inpatient
Inpatient:  90%/60% AN O IFRLENE

Outpatient: 80% of $100 Max Covered
Expenses per'Session; Only 7

~

¢

6

~

Services:

$15.00 Co-Pay




INSURANCE
(SECTION 25.2)

BENEFIT

g v T

Care

Substance
Abuse

.,_ng'hl.'ig'h‘ts of Health.l'nlsﬁl_l_ran_cé' Plan, Continued

PPO w/HRA

PO

Sessié}ls Covered if Treatment
[s Not Certified; Max Covered
Expenses: $5000/year

Mental Health & Substance Abuse Max
Expenses:
Individual: $37,500/year
Individual: $250,000/lifetime
Family: $500,000/lifetime

Inpatient: ~ 90%/60%

Outpatient: 80% of $100 Max Covered
Expenses per Session; Only 7
Sessions Covered if Treatment
Is Not Certified; Max Covered
Expenses: $5000/year

Mentél Health & Substance Abuse Max

(eff.vl_/éé)-

_HMO

$20.00 Co-Pay
(eff. 1/1/07)

Service Limitations:
Inpatient: 30
Days/Year
Outpatient: 30
Visits/Year

Co-Pays for Inpatient
and Outpatient
Services:

$15.00 Co-Pay
(eff. 1/1/06)

$20.00 Co-Pay
(eff. 1/1/07)

Expenses: Sl P S s
Individual: $37,500/year er\iqce .l'mtl. zt(x)ons.
Individual: $250,000/lifetime rg:yt;%éar
Family: $500,000/lifetime Outpatient: 30
Visits/Year
Hearing Screening: Hearing Screening: Screexﬁng:
Hearing Exams Covered in Covered in Covered in Full
and Aids Wellness Benefit Wellness Benefit ; '
; o Hearing Atds: Not
Hearing Aids: Not ) el :
C Hearing Aids: Not Covered
overed
Covered
Lifetime Limits Maximum Lifetime Limit is $1.5 Million No Limit
Wellness Benefit $600 per year (effective 1/1/06)
Includes: Subject to further review and
development, the Wellness Benefit will cover, P n
outside of deductibles: (1) routine exams, N at (;IMC gor i
(2) immunizations, (3) mammograms, and ﬂo. )
Guidelines




HEALTH
" INSURANCE
(SECTION 25.2)

:-BENEF(T

.H.igh!igh'ts_ of I~le}§!th Insurance Plan, Continued -

PPO * PPO.w/HRA

(4) vision exams, lenses, frames and contacts.
The Wellness Benefit will also provide on-site
health assessments.

Wellness Benefit Is Not Subject to Plan
Annual Deductible




EXHIBIT 2

EMPLOYEE CONTRIBUTION SCHEDULE
(PER PAY PERIOD)
COMPOSITE 2.0% OF OVERALL SALARY

LEVEL OF COVERAGE

ANNUAL SALARY SINGLE EMPLOYEE+1 FAMILY

SALARY LEVEL 1.2921% OF PAYROLL/24 1.9854% OF PAYROLL/24 2.4765% OF PAYROLL/24

CONTRIBUTIONS AT SELECTED SALARY LEVELS
(PER PAY PERIOD)

LEVEL OF COVERAGE

ANNUAL SALARY SINGLE EMPLOYEE+] FAMILY
Under $30,000 $15.71 $23.88 $27.65
$30,001 $16.15 $24.82 - $30.96
$40,000 $21.54 $33.09 $41.28
$50,000 $26.92 $41.36 $51.59
$60,000 $32.30 $49.64 $61.91
$70,000 $37.69 $57.91 $72.23
$80,000 $43.07 $66.18 $82.55
$90,000 $48.45 $74.45 $92.87
$100,000 $53.84 $82.73 $103.19
REFERENCE CURRENT EMPLOYEE CONTRIBUTION SCHEDULE
07/01/2000 LEVEL OF COVERAGE
ANNUAL SALARY SINGLE EMPLOYEE+1 FAMILY



~
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UP TO $30,000 $12.50 $19.00 §22.00
$30,001 TO $89,999 1.0281% OF PAYROLL/24 1.579% OF PAYROLL/24 1.9705% OF PAYROLL/24
$90,000 AND OVER $38.50 $59.30 $73.95
EXHIBIT 3
S b o e e 1 - ShETSIRE 'D.EI\’{FIAI_,,'HM'()_‘I.’L'Z:”\_N' g ks 8 DENTALPPO ‘1?'1,'}\;\*. _\
DU ] (MUST USE PANEL DENTISTS) | AN NETWORK. ..+ HOUT OF NETWORK «°
BENEFIT DESIGN
$100 Per Person, | $200 Per Person, Per
Individual Deductible $0 Per Year Year
(eff. 1/1/06) (eff. 1/1/06)
Annual Maximum Benefit Unlimited $1200 Per Person
ORTHODONTIC PROCEDURES {(BRACES)
Braces - Under Age 25 Only $2300 Co-Payment Not Covered 1
PREVENTATIVE SERVICES
Oral Exams (Twice a Year) Plan Pays 80% of
Cleanings (Twice  Year) 100% Covered in PPO Allowable
e “ 100% Covered in Full Full Amount. Member
X-Rays (Twice a Year) $10 Co-Payment (eff. No Deductible Pays Balance of
A 1/1/06) $10 Co-Payment | Billed Charges. No
SHach Mo (eff. 1/1/06) Deductible
(Children under 12)
BASIC PROCEDURES Co-Payment (Member Pays)
- Amalgam (Fillings) - One Surface $18.53 (1/1/06) Plan Pays 60% of Plan Pays 50% of
Permanent $20.20 (1/1/07) PPO Allowable PPO Allowable
Member Pays 40% Amount.
of PPO Allowable Member Pays
Resin - One Surface Anterior $21.80 (1/1/06) - After Deductible Balance of Billed
Including Acid Etch $23.76 (1/1/07) Charges After
4 - Deductible
Pin Retention (per tooth in $28.34 (1/1/06)
addition to restoration) $30.89 (1/1/07)
Routine Extraction Single Tooth $21.80 (1/ 1/06).
$23.76 (1/1/07)
Surgical Removal of Erupted $41.42 (1/1/06) Plan Pays 50% of
Tooth $45.15 (1/1/07) Plan Pays 60% of | PPO Allowable
Surgical Removal of Tooth - Soft $53.41 (1/1/06) FSIc i S
Tissue Impaction $58.22 (1/1/07) Dpie v e
of PPO Allowable Balance of Billed
Surgical Removal of Tooth - $76.30 (1/1/06) After Deductible. Chagges After
Partial Bony Impaction $83.17 (1/1/07) Deductible.
Surgical Removal of Tooth - $76.30 (1/1/06)




" DENTAL HMO PLAN
*-(MUST USE PANEL DENTISTS) -

DENTAL PPO PLAN -

IN NETWORK -

OUT OF NETWORK

Complete Bony Impaction

$83.17 (1/1/07)

Alveoloplasty - Without Extractions -
Per Quadrant

$88.29 (1/1/06)
$96.24 (1/1/07)

Scaling and Root Planning - Per
Quadrant with Local Anesthesia

$41.42 (1/1/06)
$45.15 (1/1/07)

Closure - Per Quadrant

$203.17(1/1/07)

Gingivectomy or Gingivoplasty - $167.86 (1/1/06)
Per Quadrant $182.97 (1/1/07

Gingival Flap Procedure Including $160.23 (1/1/06)
Root Planing - Per Quadrant ~ $174.65 (1/1/07)
Osseous Surgery, Flap Entry and $186.39 (1/1/06)

Pulp Capping - Direct or Indirect

$14.17 (1/1/06)

$15.45 (1/1/07)
Root Canal Therapy (1/1/06) (1/1/07) .| Plan Pays 50% of
Plan Pays 60% of PPO Allowable
Anterior $136.25 $148.51 | PPO Allowable. Amount.
Bicuspid $147.15 $160.39 | Member Pays 40% Member Pays
Molar $197.29 $215.05 | of PPO Allowable Balance of Billed
After Deductible. Charges After
Deductible.
Apicoectomy (First Root) $126.44 (1/1/06)
$137.82 (1/1/07)
Palliative Treatment $15.26 (1/1/06)
$16.63 (1/1/07)
Limited Occlusion Adjustment $23.98 (1/1/06)
$26.14 (1/1/07)
MAJOR RESTORATIVE PROCEDURES
Inlay - Metallic (One Surface) $252.88 (1/1/06)
$275.64 (1/1/07)
Onlay - Metallic (Three Sur- $342.26 (1/1/06)
faces) $373.06 (1/1/07
Core Buildup Including Pins $101.37 (1/1/06)
$110.49 (1/1/07)
g . Plan Pays 50% of
Temporary Crown - With $68.67 (1/1/06)
Fractured Tooth (no Charge In $74.85 (1/1/07) e PP%"‘“"“’““
Conjunction with Permanent ; gL
Tooth) Member Pays 40% Member Pays
: of PPO Allowable Balance of Billed
Crown - Porcelain/Ceramic $353.16 (1/1/06) After Deductible. Charges After
Deductible.

Substrate

$384.94 (1/1/07

$361.88 (1/1/06)

~ [
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- DENTAL HMO PrLAN
. (MUST-USE PANEL DENTISTS) -

DENTAL PPO PLAN
N NETWORK

- OUT OF NETWORK - |

$394.45 (1/1/07)

Denture - Complete Upper or
Lower

$444.72 (1/1/06)
$484.74 (1/1/07)

Lower Denture Reline - Chair-
side

$135.16 (1/1/06)
$147.32 (1/1/07)

BARGAINING UNIT CLASSIFICATION GRADES

SCHEDULE S

JOB CLASSIFICATION

Occupétional Health
Public Health Nurse
Public Health Nurse

Public Health Nurse

Nurse Practitioner

Nurse

LY. ek R

IT

CLASS GRADE

04

04

04

08

05



EXHIBIT @
City of Chicago Tuition Reimbursement
Department of Personnel Application Form Term

IMPORTANT NOTICE:Read “Tuition Reimbursement Policy” on reverse side. After completion send to Department of
Personnel. Staff & Organization Development, City Hall Room 1101, 121 North LaSalle

Street, Ghicago, [llinois 60602

Soc. Sec. No: - Name
Address Zip Code Birth Date
This information is for statistical purposes only: Asian or American Indian

Sex: [0 F OM Race: [1 White [ Black [ Hispanic O Pacific [slander [ or Alaskan Native

Depar tment Bureau Section

Title ~ VWork phone ___ _—‘fdime pholie =tee =

Employee Status: 0 Full Time (1 Part Time Payroll No.

Name of school . Address

Type of education/training program:

&1 Undergraduate Major Credit hrs. to date ____
O Graduate - Major . Credit hrs. to date ___
O Vocational/Technical Certificate sought Credit hrs. to date ____
(] Work related seminar Program name Credit hrs. to date

Are you in a degree program? 3 Yes [ No
Have you ever received reimbursement from the City for this Degree program? O Yes I No

Do you receive Financial Assistance from any other goutce s [EY AEa- JE No
If yes, what is the amount of assistance? $§ Term: [J Semester O Quarter

List any courses in which you are currently registered.

Course 4 Start oL Credit
Number Course Title ' Date End Date Tuition tit%e




I hereby apply for reimbursement in accordance with the established “Tuition Reimbursement Policy” and
requirements of the Department of Personnel, 1 have read the_____ on the reverse side of this application, understand
it and agree to comply with these provisions. [ also certify the information given above s correct and the

education/trarning program (’s Jjob reflated.

Date S

Signature of applicant RS

is (are) course(s) related to the employee's current or probable future work with the city? O Yes [0 No

Signature Title Date

Approval of Department of Personnel: [1 Approved 1 Disapproved

[nitial

Date application receipt sent: Date verification received:
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EXHIBIT G
City of Chicago
Department of Personnel

RELEASE OF FINANCIAL AID INFORMATION

Employee

Complete Sections A and B.  Send this form and one copy of the PER-50 form to the Department of Personnel. Staff
and Organization Development, City Hall Room 1101, Chicago, 60602. Send the second copy of the PER-50 form, to

your department head for approval.

This Release (PER-51) is then sent by the Department of Personnel to the educational institution for information
concerning any financial and (scholarships. Federal grants—in-aid. G [. bill aid, etc.) that an employee may
be receiving. The City of Chicago will pay only the difference between the amount of tuition to be reimbursed
and the amount already paid by other financial aid sources. No reimbursement will be given until the Department
of Personnel has received the PER-51 from the institution.

Section A From:
Employee Name
Social Security Number
| hereby authorize to released to the City of Chicago
Department of Personnel, all financial aid information requested before for the
: tefie 208 oo
Signature Date. ”
Section B
From: Return to: City of Chicago
Name of Institution Department of Personnel
City Hall — Room 1100
Re: * 121 North LaSalle Street
Name of Student Chicago, IL 60602

Social Security Number

APPLICANTS: DO NOT WRITE BELOW THIS LINE

Section €

1 {s student receiving Financial Aid for the term, 20 )
{1 Yes 0O No

2. If yes, what type and amount?



er 1558 $ O LEEP §____ [ G.J. Benefits $
0 Other § {1 Other §_ 1 Other- $
Date Signature

Title Phone Number



EXHIBIT H
CITY OF CHICAGO TUITION REIMBURSEMENT POLICY

GENERAL PURPOSE: To increase the effectiveness of City services to the citizens of Chicago by encouraging the
personal development of City employees through education and training, as well as to prepare employees for

advancement.

I EFFECTIVE DATE: This policy is effective June 1, 1981.
Reimbursement for any course commencing on or after this date will be subject to this policy statement

[1. ELIGIBILITY REQUIREMENTS:

A. Applicants

i

Applicants must be City employees currently ona City payroll. Board of Education and employees
of other governmental agencies are NOT eligible for this program.

2. Applicants must be full-time (a minimum of 35 hrs. a week) or part-time (more than 17 1% but
less than 35 hrs. a week) employees. Emergency appointments, seasonal employees,
Student-As-Trainees and other student employees are NOT eligible

B. Educational and Vocational/Technical Institutions

1. Applicant's school of enroliment must offer resident classroom instruction and be chartered
by and reside within the State of Illinois, or be an on-line course of study which otherwise
meets the requirements of this policy.

b. Colleges and Universities must be accredited by the North Central Association of Colleges and
Secondary Schools.

3. Technical/Vocational Institutions must be |icensed by the State of I{linois or the Commission
of the National Association of Trade and Technical Schools

4. Courses offered at schools not so accredited may be approved by the Department of Human Resources,

if such courses have been authorized by a licensing board and/or professional association

(5, Course Qf Study

Courses of study must be related to the employee's current work or probable future work with the
City of Chicago.

[11. CONDITIONS AND, LIMITATIONS ON REIMBURSEMENT:

A.  Reimbursement is limited to two courses per term.

B. Reimbursement is for tuition only: cost for books, lab fees, late penalties, supplies and other
special fees are NOT reimbursablie.

C. Reimbursement will be limited by the amount of financial aid the employee receives fromother sources.

D Tuition fees paid to any City College of Chicago will NOT be reimbursed.



V.

& Reimbursement will be based on available funds

[ The application must be approved by the employee s Department Head or designated authority and by
the Department of Human Resources

G. ALl applications must be submitted to the Department of Human Resources within thirty (30) days after
the date classes begin.

I In the case of a work-related seminar, the application and accompanying letter of explanation must
be approved by the Department of Human Resources prior to the date of the seminar.

I The timely reimbursement of tuition to the employee is dependent upon the earliest of applications,
Release of Financial Aid Information forms, original grade reports and original receipts of payment
by the Department of Human Resources. Carbon, photostatic, or Xerox copies will NOT be accepted.

J. Employees expecting late final grade(s) or for some other reason wishing to hold open their
reimbursement request must promptly notify the Department of Human Resources.  Unless this procedure

is followed, reimbursement will not be paid.

APPLICATION PROCEDURE:

A. Undergraduate Student

1. Complete two (2) copies of the Tuition Reimbursement Application form (PER-S0).
2.  Complete one (1) copy of the Release of Financial Aid Information form (PER-51)

3. Immediately send one (1) copy of the PER-SO0 form, without the departmental signatures, and the
PER-51 form to the Department of Human Resources, Staff & Organization Development, City Rail

-~ Room 1100.

4. Send the second copy of the PER-SO form through your department to secure the Department Head' s
or designated representative’s signature. When the second copy is received by the Department
of Human Resources, the application will be reviewed and the applicant will be notified of its

approval or disapproval.
B. Graduate and Vocational/Technical Students
1. Complete steps Al-4 as above.
2. Prepare a letter of explanation to the Commissioner of Human Resources, describing how your
course of study is related to your present or future job duties. This letter is to be signed

by the Department Head or designated representative and submitted with the second copy of the
PER-SO to the Department of Human Resources. Only one letter needs to be on file during your

course of study
C. Work-Related Seminar Participants

{. Complete two (2) copies of the PER-SO form.



2 Immediately send one (1) copy of the PER-SO form without the departmental signatures to the
Department of Human Resources

3 Send the second copy of the PER-SO form through your department to secure the Department Head s
or designated representative s signature

4. Complete step B-2: The letter requested in this step must be APPROVED PRIOR to the start of the
seminar.

V. RE IMBURSEMENT RATES: Reimbursement is based on gradg and granted on the following basis upon submission
of original grade reports and original receipts of payment to the Department of Personnel. The rates

are as follows:

A Undergraduate School

1. Grade "A”: Full time - 100% Part time - 50%
9 Grade “B” and “C”: Full time - 75% Part time — 37 1/2%

B. Graduate and Professional School

1. Grade “A”: Pull time - 100% Part time - 50%
9. Grade “B”: Full time — 75% Part time - 37 1/2%
(Grades of “C” are NOT reimbursable at this fevel of study)

C. Grade of “pass” in a course graded on a Pass/Fail basis:
Full time — 75% Part time - 37 1/2%

D. Work-related seminars are reimbursed for the registration fee only
VI Failure to comply with this policy will result in the disapproval of the application and non-payment of
reimbursement. The Department of Human Resources will, in all cases, exercise the final judgment as to

whether or not reimbursement will be granted and, if so, the amount of reimbursement.

The Department of Human Resources wil1 administer the Tuition Reimbursement program without regard to race, color
religion, sex, age, national origin.or handicap.

in the event an employee commences an undergraduate or graduate degree (including a law degree)
program after the execution of this agreement, and obtains an undergraduate or graduate degree
with the assistance of the tuition reimbursement program, and the employee, within one (1)
year of obtaining such degree, voluntarily resigns from the City, all tuition costs (100%)
reimbursed to the employee by the Employer for obtaining such degree shall be repaid to the
Employer. If the employee voluntarily resigns after one (1) year but less than two {i2) Wyears
after obtaining the degree, the employee shall repay one-half (50%) of the tuition reimbursement
to the Employer. If the employee does not complete the degree program and voluntarily resigns
from the City, the employee shall repay 100% of all tuition reimbursement received for any
course completed within two (2) years of such resignation. Employees receiving tuition
reimbursement for such degrees shall, as a condition of receiving such reimbursement, execute
an appropriate form consistent with this paragraph.

The provision shall not apply to reimbursement where the employee is required by the Employer
to attend an educational or training program nor shall this provision apply to employees who
resign from one department within the City of Chicago for the purpose of accepting employment
within another City of Chicago Department.



City of Chicapo
Richard M. Daley, Mayor

Department of Law

Mara S. Georges
Corporation Counsel

Labor Division

Seite 1040

30 North LaSalfe Street
Chicago, Hlinois 60602
(312) 744-5100

(312) 742-9029 (FAX)

(312) 744-5131 (ITY)

hupf/www.cityofchicago,org
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BUILBING CHICAGO TOCETHER

SIDE LETTER L

November 29, 2007

Pam Brunton

Illinois Nurses Association
105 W. Adams, Suite 2101
Chicago, llinois 60603

Re: Illineis Nurses Association and City of Chicago

2007 Contract Negotiations
Side Letters

Dear Ms. Brunton:

This is to confirm that the parties have agreed to attach o the Agreement this
Side Letter 1, as well as attached Side Letters 2 through 15, and that all said side
Jetters shall be in full force and effect for the duration of the Agreement. The parties

further hereby agree to delete any and

the parties.
Sincerely, /
{"_.- &é // /ﬁ' /

A £ #

Jam# Q. BL‘CW :
Clilef Assistant Corporation Counsel
(312) 744-5395

AGREED:

Ilinois Nurses Association

7

By: f L J"ﬁl‘-‘d_. ¢

all other side letters previously in effect between



—

Ot ' g . < ¢
R EF R oy i @ Brwg s K O S S
LR O

L R R I AR A AW

SIDE LETTER 2
April 30, 1996

SIDE LETTER

Deac Ms. Adams:

This will confirm the understanding of the Employec and INA that all
supplemental-letter agreemeats vehich are in waitlnygg, and have been
signed or initiated throughout the course of tfie negotiations, are .
considered incorporated in and part of the Agreement.

Shcorety.
tpbollomane 4 ;
Witflam Kineqwa
Oirecuor of Labor Retatons
AGREED _ a
INA Regesenumva =l
5 20 %6
Dzte '




SIDE LETTER 3

James Beennwald

Sentoc Attorney/ Supervisoc
Depactment of Law

City of Chucago

30 N LaSalle Sereet, Suite 1020
Chicago, llinos 60602

Deac Mr. Brennwald:

4

Agreement that the Association will provide an iternized fair

") which sets focth the major expenditures of the
Association qualifying for fair shace purposes, and a statement that the information on the
Association’s expenditures was obtined from the most cecent annaal audited financial
statement of the Association. The Association will also provide, as pért of the Notice, a
desceiption of the procedure available to nan-member employees by an impartial decision-
rmaker and a statement that disputed poctions of fair shace objectors’ fair share fees will be
row account while the objections are pending. Paoc to dismibution tQ qon-
sociation shall subiit the Notice: to the individual or official d&:sig:_ii_ted_v by
ociation notice shall satisfy this requicement

This letter is to confiem out
shiare notice (heceafter “Notice

placed in an esc
members, the As
the Employer for the purpose. The wital Ass
unless such natice is amended or changed.

Association with complete names and addresses, on 2
monthly basis for alt persons hired, in the Association's bargaining unit. The Association
shall notify in wridng each aon-raerniber employee in its bargaining unit of his/her fair share
obfigation. The Association shall be respousible for distribution of all fair share nodces to
aon-members, including new hires, upon receipt of names and addresses foc these
employees from the Employec. The Association will cectify to the Employer that
distibution of the Notice has been completed. The Employer shall not be cesponsible foc
the fair share processes, except as provided hegein. The Employér shall not be a pacty to,
but shall be bound by, aay decision obtained through the Association’s intemnal fair share
dispute cesolution procedure. The Employer shall not be eesponsible under any
circumstances to guatantee the legal sufficiency or factual accuracy of the Association’s fair

share calculadions, fair share amount oc fair share proceduces.

The Employer will provide the

temit a fair share deduction to the Association undl
it has distributed a fair share notice and dispute resolution proceduce consistent with the
rermmts of this letter and of Section 9.2, 9.3 and 9.4 of the contract. In the event of a dispute

-as to corapliance, the Employet and the Association shall place deductions in a0 mterest
beating account and proceed (o an expedited arbijtration on the issues(s) caised by the

Employer.

The Employer shall not be obligated to

It is further agreed in connection with the indernaification provisioa of Section 9.5 of the
contract that in the event of a claim, sutt oc demand brought against the Employer arising
out of any action taken for the pucpose of complying with the provisions of Asticle 9 of the

¢



coatract, or in celiance on any list, notice, certification Oc ass ignment furnished thereunder,

the Employer shall have the option of tepreseating itself through the office of the
Corporation Counsel or theough the appointment of a Special Assistant Corporation
Counsel. In either event, the Emploger shall be solely responsible for the payraent of the
attomey’s fees so generated repeesenting itsetf. If, however, the Employer does not
execcise cither of the above options, the Association shall be solely responsible for the
paywaent of attomey’s {ees incureed in the defense of the Employer, provided that the

Association shali, aftec consulting with the Employer, select the attomey(s)to represent the

Employer.
AGREED:

For the Assoctaton

3
C)az,p(./::’ :
fitinois Niwses Association

9/uor 6*/3 /0/
Date ' - Datd
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Apdl 30, 1906« -

SIDE LETTER

Doar Ms. Adams:

This will confirm the understanding of the Employerc and the m%no&
Nurses Association (INA) that the RN's shalf not ondinarily bo-assignod.
to routine cleaaing or clerical duties that can moce approgeiataly ba

performed by other employees..
Sincerey,

Witlam iansn
Olrecior of Laboc Redations

5-0046 ¥

{

Dats



S0 LETTER 5

May 20, 1996

Ms. Valerie Adams

Staff Specialist, Labor Relatioas
fllinois Nurses Association

330 S. Wacker Dave - Suite 2200
Chicagao, liinois 60606

Dear Ms. Adams:
This is to confiom that organizations! units for the puposses of datalting.

are as follows:

e Depariment of Human Services

2 Department of Fire

D Department of Police

4. Depadtment of Health - Six Regioas

The regions within the Chicago Depadment of Public Heallh,
Division of Public Health Protection/Regulation and Cormmunity

Health are described oa the attached map.
Detailing of Nurses shall ficst be done within a specific region.

(f there are insufficient Nurses with the then preseat ability to parform
the required work in that region, the Department of Health will utilize
Nurses who have the thea preseat ability to da the required wark, from

an adjacent region.

f there are insufficient Nurses with the then present ability to pedonm
the required work in said regions, the Department will utifize Nurses
from any other region provided they have the present ability to da the

required work.
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The padties agree that the above listed organizationat units were
discussed in negotiations between the parties. In the event a change
in an organizational unit becomes necessary, the Employer shalt give
orior notice to the Asseciation and, upan request; meet to discuss such
changes. It is the Employers iateat to elicit meaningful input from the
Assaciatiod inthis regard and the Association may fiake :
recommendations to the Department Head. The Employer will riot be

arhitrary. of capricious i said organizational unils.
Sicecery.

# W

Oicector of Labor Raetations

Lot /(a’aM RN o

lNARapm«mvi:
5_30-?%5{ : . -.
‘ : Date

0“ e e |, By i A k|

(wpﬁc:%lnumeaagrrmz]
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Regional Health Districts

a1 Rogea Pk

Q2 Went Rides

oS Uptawa

44 Linooft Sqewe
as$ Nocth Cender
06 Ladon View

07 Linosla Park
08 Nou Mok Side

19 Beloat Cragia
20 Heonoet

24 Axasdale

22 Lagna Sqsure
23 farbol&k Pack
24 Weat Townt

32 ioop 3

33 Noxg Josth Side
34 Aoouc Squace
33 Dautes

36 Oakdund

37 Bl Puck

39 Grand Boubsvaed
37 Kavweod

40 Waghéagtoa Park

R . Redgion

1-North - oeroun
2-Northwest _WESTTOWH
3-\West " LOWER- WEST
4-South _ HOLHAN
5-Southwest.. ENCLEXGD
6-Far South _ ROSELAND

714195
Rovision 4
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SIDE LETTER 6
April 30, 1996

Ms. Valedie Adams

Staff Specialist, Lahor Relations
lfinois Nurses Association

330 S. Wacker Ddve - Suite 2200
Chicago, Hffinois 60606

Dear Ms. Adams:

{f the CTA should for any resson dizcontinue its praction of providing
ﬁnohnvolformxﬁmnodnm.&wC&YMMMGwIMmd
discuss alteauative travel amangements.

dafeut (Qdovro

INA Represecos
52050
s

0

- — P—

[P

[E—
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convett ta part-time will be

The partios agree that full time nurses who
for all hotrs wadked aftec

given credit for salary placemeant puposes
January 1, 1865

AGREED
i A g s (HR2HS
For the City of Chicago For the iHlincxs Nurses Association
T 12— /356 g2 4
Oats " Datoe
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SIDE LETTER 8 e /ipn( 30. 1996

Ms. Valerie Adams

Staftf Specialist, Labor Relations
{llinois Murses Association

330 S. Wacker Drive - Suite 2200
Chicago, lllinois 60606

-Daar Ms. Adama:

Uader Section 5.6 of the Agreement, a nusé who is on vacation and
suffers a coveded death in the family may requast that the Oepariment
Head allow the nurse to ratum to work and take hec leave with pay |
undec Section 5.6. The Depadment Head may grant said cequest

within the Department Head's discretion.
Sinceroly,

W S 3

witliam Kinehan
Director of Laboc Relations

AGREED
INA Represontative City of Chicago
BEERE Aot
Date Date
|
i Anencan Csichan :
i [wpfile/aurses.agrip5]
; e
./‘.l "
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Ms. Michelle Coururier

Statf Specialist. Labor Relations
{ilinois Nusses Association

300 South Wacker Drive, Suite 2200
Chicago. [llinots 60606

Dear Ms. Couturier:

August 17. 1999 -

This letter is (o infoam you that the Depactment of Personnel's Classification
and Compeusation Service Division has deleted the fallowing job

classifications. i

I- { ‘ ! I - ll ‘ [

Case Manager 3755
JOBIl

Psychiagic Nurse

505 37
S04 AT

Please be advised that the City recognizes that these {ob classificadons are

represeated by the lllinais
classifications as well as the

Nurses Association (INA). [f these job
duties and respousibilities cncompassed by them

are re-established in the future, they will continue ta be represented by- the

NA.

Should you have any questions, please contact me ar a member of my staff at

747-8975.

WK/ nm

Siocerely,
William Kinehan

Director of Labor Refations



City of Chicago
Richard M. Daley, Mayor

Depactmeat of Law

Maca S. Georges
Corpocation Counsel

Suite 1020

30 North LaSalle Steeei
Chicago. [lficois 60602
(312) 744-5100

(3121 742-3989 (FAX)
3421 744:5131 (TTV)

ftep:/iwww ci.chiilos
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SIDE LETTER 10

6/13/00

Larry Basem

[tinots Nurses Association
300 South Wacker Drive
Suite 2200

Chicago, [llinots 60606

Re: [ilinois Nurses Association and City of Chicago
1999 Contract Negotiations

Tuition Reimbursewicat/City Colleges

Dear Mc. Basem:

This is to confirm the parties’ agreement that, notwithstanding the tecms of part
({LD of Appendix P of this Agreement, effective Januaty i, 2001, the City will
reimbugse tuition fees paid to the City Colleges of Chicago in dccordance with the
tecms of Appendix L, but only for coucses providing credits which are both necessary
for, and transferable toward, the aitainment of'a BSN dégree, and oaly for such

courses beginning on or after January [, 2001.

Sincerely,

¥ i A
g d°£~ éﬁ&&b@,ﬁ_/

ies Q. Brennwald
‘hief Assistant Corporation Counset
(312) 744-5395

ACREED:

[{linois Nurses Assoctation

e




Gty of Chicago
lichacd M. Dalcy, Mayor

Jepactment o Law

£202 S. Georges
Snepocation Counsel

juite 1020

10 Nocth LaSalle Steect
“hicago, ilinois 60602
312) 744-5100

312) 744-3989 (FAX)
3123 744513t (TTY)

wpfiwww cichisilus

Nﬁgﬁﬁg@s
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COILHING C HICAGO TOCETHER

SIDE LETTER 11 Ty
6/13/00 ,

Larty Basem

[llinots Nurses Association

300 South Wacker Drive, Suite 2200
Chicago, llinois 60606

Re: [llinois Nurses Association and City of Chicago -
1999 Coatract Negotiations -- Team Leaders

Dear Mr. Basem:

This is to confirm the parties’ agreeraent that, effective no latec than January i
2001, where “teamn leader™ duties and responsibilities are to be regularly performed at
any Depadment of Health {“Department”) Neighborhood Health Center or Department
Maternal and Child Health Primary Care Clinic, said duties and respounsibilities shall
noemally be pecformed by employees working in the classification of Public Health
Nurse [ (“PHN [1"), in addition to such employees’ other duties and responsibilities.

Thie City agrees that, for any curvent Public Héalth Nurse [ (“PHN ") who bids
on'a posted PHN II/team leader position posted before January {, 2002 at any
Départment Neighborhood Health Center or Department Maternal and Child Health
Primary Care Clinic, and solely for the purpose of determining whether the PHN I
meets the minimum qualifications to filt that PHN [l/team {eader position pursuant o
Section 6.5 of this Agreement, the City will waive the requitement ofa BSN degrece
included ia the City’s PHN [I class specification. Said BSN degree requircment will
also be waived for the purpose of considering requests for transfer between PHIN
{{/team leader positions at Department Neighborhood Health Centers ot Department
Maternal and Child Health Primary Care Clinics, but got for transfers to any other

PHN [I positions.

Nothing in this side letter of agreement shall be construed as tequiring the
Department to maiatatn any minimum aumber of staff at any work site, or-as
otherwise restricting the Department's managerial rights to assign work.

Sﬁhﬁ:dy' .

(_, (44 é- /,,/{(/M/wt
Japdes Q. Brennwald
Zhief Assistant Corporation Counsel
(312) 744-5395 .

AGREED:

[Hinots Nygats Associati(;r:x/

By: spiadaciests. (Al



City of C]xlcaoo
Richard M. Daley Mayaor

Department of Law

Mara S. Genrges
Corporation Counsel

Labor Division

Suite 1040

30 North LaSafle Street
Chicage, Winois 60602
(312) 144-5100

(312) 742-9029 (FAX)

(312) 144-5131 (ITY)

htip:ffwww.cityofchicago.org
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‘IUILDKNG CHICACO TOGETIER

SIDE LETTER 12

October 30, 2007

Pam Brunton

Hlinois Nurses Association
105 W. Adams, Suite 2101
Chicago, Winois 60603

Re: Illinois Nurses Association and City of Chicago

2007 Contract Negatiations
Posting of Assignments in New Programs

Dear Ms. Brunton:

This'is to confirm the agreement of the parties | that, in the event the
Department of Health (“Department”) implements 2 new program. at any
worl-site or sites, and the Department determines that'i it will assign any
incumbent bargaining unit personnel to the program on a regular basis, to
perform work within the employee's job class1ﬁcat10n, without declaring a
“permanent vacancy” for the assignment within che meamngof Section 6.5 of
the Agreement, the Deparument will, no later thaxx thirty (30) days ‘after the
implementation of the new program, past an announcement on;a designated
bulletin board at each work-site and at.other appropriate locauons as
designated by the Emplovyer, nouf'ying employees of the implementation of the
new program, and of the opportunity to request regular assignment to the
program to perform work within their existing job classification. The
Department will consider any requests to be assigned to the new program
pursuant to the posting, provided that, in order to receive consideration, any
such requests must be in writing, and must be received by the Deparunenc
within fourteen (14) calendar days of the posting of the announcement.

S incerely, /

(A
Jantes Q. Bﬁ;ﬁm

fdsistant Chief Labor Counse
(312) 744-5395

AGREED:

Tllinois Nurses Association

By:

FO——

¥
| S—



City of Chicago
Richard k. Daley, Mayor

Departuent of Law

Mara S, Geocges
Corporation Counsel

Labor Division

Suite 1040

30 North LaSaile Strest
Chicago, [linois 60602
(312) 744-5100

(312) 742-9029 {FAX)

(312) 744-5131 (TTY)

fitpelfwww.cityofchicago.org

NE IWEQDS
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BUILDING CHICACO TOGETUER

SIDE LETTER 13

QOctober 30, 2007

Pam Brunton

llinois Nurses Association
105 W. Adams, Suite 2101
Chicago, Illinois 60603

Re:  I[Hinois Nurses Association and City of Chicago
2007 Contract Negotiations '
Heaith Care- L

Dear Ms. Brunton:

Pursuant to Section 4.10 of the Agreement, the Ernployer and the Association
agree to direct the LMCC to evaluate and initiate changes to the cumrent Health Care
Plan effective January 1, 2008 in areas that will facilitate. the shift to a preventive
health care model and will result in design improvements, cost containment or
savings, including but not limited to the following areas:

- PBxpanded Disease Management Program
- HRA and Bio-metric Screening

Iilinois Nurses

Health Fairs

Weight Management Program
Imaging Review Service

Lifetime Maximumg

Subscriber Share for Hospital Bills and Co-insurance

Exclusion for Self-Inflicted Injuries
Comprehensive Communication and Outreach Strategies

i 2l . .
C 2&{4)@4,#’(”,/
Tapfes Q. Brufinwald

{*hief Assistant Corporation Counsel
(312) 744-5395

Sincerely,



City of Chicago
Richard M, Daley, Mayor

Department of Law

Mara S. Georges
Corporation Counsel

Labor Diviston

Surte 1040 .

30 Nosth LaSalle Strect
Chicago, Nlinois 60602
(312) 144-5100

(312) 742-9029 (FAX)
(312) 744-5131 (TTY)

http//www.cityofchicago.org
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BULLDING CILICAGO TOGETIER

SIDE LETTER 14

November 29, 2007

Pam Brunton

llinois Nurses Association
105 W. Adams, Suite 2101
Chicago, Illinois 60603

Re: Xilinois Nurses Association and City of Chicago
2007 Contract Negotiations
Part-Time Nursing Titles

Dear Ms. Brunton:

This is to confirm the parties’ agreement that the City will review and cousider
the feasibility of creating and implementing new bargaining unit titles to be utilized
for the hire of émployees on a part-time basis. In the event the City decides fo
establish any such new bargaining unit titles, the City will notify the Association, and |
the terms of Section 1.1 shall apply. In addition, the City will, following request from
the Association, meet and discuss the inclusion of the new titles under thie Agreement,

and the applicable terms.

Sincerely, /
i Q Bmﬁle\;’% L

Clfief Assistant Corporation Counsel
(312) 744-5395 :

P
&

Lk



City of Chicago
Richard M. Daley, Mayor

Depariment of Law

Mars S. Georges
Corporation Counsel

Labor Divisioa

Suite 1040

30 Nocth LaSatle S(mcl
Chicago, Mlinois 60602
(312) 744-5100

(312) 142:9029 (FAX)

(312) 144-5131 (TTY)

Rhttp//wwewcityofchicago.org
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B UlwlNC CMICAGO TOGETRER

SIDE LETTER 15

November 29, 2007

Pam Bruaton

Illinois Nurses Association
105 W. Adams, Suite 2101
Chicago, Illinois 60603

Re: Illinois Nurses Association and City of Chicago

2007 Centract Negotiations
Implementation of New Salary Schedule for Grades 4 and 5

Dear Ms. Brunton:

This is to confirm the parties” agreement that, in implementing Section 4.1a of
the Agreement, the City will follow the attached “Guidelines For Implementation of

Salary Schedule Adjustment for Grades 4 and 5.”

Sincerely,
Cr/ 2&/{ LAt :
5 Q mvald

T
,C."\'ﬁ' ef Assistant Corporation Counsel
(312) 744-5395

“AGREED:

Tllinois Nurses Association

By: 2 %‘74’

s
o
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GUIDELINES FOR IMPLEMENTATION OF
SALARY SCHEDULE ADJUSTMENT FOR GRADES 4 and 5 (SECTION 4.1a)

11/29/07

NEW SALARY SCHEDULE RATES FOR GRADES 4 AND 5 EFFECTIVE
JANUARY 1, 2008

Al Based on current salary schedule. Look at the current (3/1/07) salary schedule.

Grade 4 and 5 rates moved one step to the left. Effective January 1, 2008, the
current step 1 (entry) rate drops off the table, the current step 2 rate becomes the
new step 1 rate, the current step 3 rate becomes the new step 2 rate, etc. The new
step 10 rate will be the same as the current stcp 9 rate of the next higher prade.

By

PLACEMENT OF GRADE 4 AND 5 INCUMBENTS ON NEW SALARY
SCHEDULE EFFECTIVE JANUARY 1, 2008: ONE-STEP TO THE LEFT

Follow the current rate. Also effective January 1, 2008, incumbeni employees in

A.
Grades 4 and 5 will be placed in the step in their grade that corresponds to their
" current step rate. That s, each such employee (except for employees at step 1 -
see below) will be moved one step to the left, so the employee’s current step rate
will remain the same, at least initially.
B. Eligible to advance/return to former step based on time already served at current

step rate.

(1)  Incumbent employees who are moved one step to the left will rotain their
anniversary date, and will be eligible to advance/refurn to their former step
(and the new, higher rate for that step) on the completion of one year at
their current step rate (o, in the case of employees moved from step 2 to
step I, on the completion of six months at their current step rate).

(2)  Indetermining how long an employee has been at his/her cwrent step rate,
all time already served at the current step rate will be included.

An incumbent employee who has been moved one step to the left will be
eligible to advance/return immediately to his/her former step (and the: new,
higher rate for that step), effective January 1, 2008, if (2) the employee’s
former step was 5, 6, 7, 8, 9 or 10, and the employee has already been at
his/her current step rate for at least one year; or (b) the employee’s former
step was 2, and the employee has alrcady been at histher current step rate

for at least 6 months,

3)

January 1, 2008 will become the new anmiversary date for employces who
advance/return immediately to their former step.

(4)



smms e

3. [NCUMBENT EMPLOYEES AT STEP ONE

Any employees who arc at step | as of January [, 2008 will remain at step 1, but at the
new, higher step 1 rate. January 1, 2008 will become the new anniversary date for such
employees, who will then become eligible for advancement to step 2 on the completion of

6 months at the new step 1 rate,

4. ADDITIONAL ACROSS-THE-BOARD PERCENTAGE INCREASES
BEGINNING JANUARY 1,2008 '

After adjusting the rates for grades 4 and 5 of the salary schedule as described above,
effective January [, 2008, and after placing incumbents in those grades in the appropriate
steps, all steps in all grades on the salary schedule will be increased in accordance with

the terms of Section 4.1b.

iy

ot

cmtia.



DEPARTMENT OF LAW
CITY OF CHICAGO

Side Letter # 16
November 26, 2013

Khristian G. Parker

Staff Specialist

Illinois Nurses Association
105 W. Adams, Suite 1420
Chicago, 1L 60603

RE: INA and City of Chicago
2012 - 2017 Contract Negotiations
Grievance and Arbitration Procedure Changes

Dear Khris:

This is to confirm the parties’ agreement that the changes negotiated with respect to
arbitration of all disciplinary actions in Sections 7.1(a), 7.2(a)1, and 7.2(b) of the 2012-2017
collective bargaining agreement shall apply only to disciplinaty actions whose effective date
occurs on or after the effective date of ratification of the new collective bargaining
agreement by City Council. The changes negotiated with respect to arbitrations in Section
7.2(a)2, Step IVB of the new collective bargaining agreement shall apply only to arbitrations
where the first date of hearing commenced on or after the effective date of ratification of

- the new agreement by City Council.

The parties further understand and agree that the changes with respect to arbitration of all
disciplinary actions in Sections 7.1(a), 7.2(a)1 and 7.2(b) of the 2012-2017 collective
bargaining agreement shall not apply to any discipline of any employee employed by the
Department of Police until the following occurs: (1) effective ninety (90) days after final
ratification of the new collective bargaining agreement by City Council, the Superintendent
of Police shall have the authority to suspend for more than thirty (30) days and to discharge
civilian employees represented by INA, and to resolve grievances relating to such
disciplinary matters through binding arbitration; and (2) in order to facilitate all issues
related to this change in the Superintendent’s authority, the Employer and the Association

30 NORTH LASALLE STREET, ROOM 1040, CHICAGO, ILLINOIS 60602

e



meet to work cooperatively to implement the changes with respect to arbitration of all
disciplinary actions in Sections 7.1(a), 7.2(2)1 and 7.2(b), which process the parties will
endeavor to complete within the ninety (90) day period following ratification.

Sincerely,

~

fp st Abond
Cicely]. P dams

Aussistant Chief Labor Negotiator
312.744.3284

AGREED

INA
By:

" Khristian G. Parker




